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ABSTRACT 
Upon review of the Milwaukee Area Technical College (MATC) Fire Science 
program and the classes offered, the researcher found there were no classes that provided 
an opportunity for the students to be mentored in a workplace setting that centered upon 
their intended major, Fire Science. 
The initial purpose of this study is to research and present evidence of the 
importance of mentoring in today's work environment. Secondly, the study will focus on 
the development and implementation of an internship class, which incorporates the 
mentoring experience. A review of literature presents the history of mentoring, its types 
and formats. Also included will be a study of internships, case studies and excerpts from 
currently operating internship programs. 
An equally important benefit to be discussed will be the advantage that future 
employers will gain from the addition of this internship class to the MATC Fire Science 
program. Employers will be able to reference and compare the student to an established 
set of criteria that would mirror the requirements established for future employees. 
(Appendix A) This, in turn, will help when a student that served as an intern is 
subsequently hired by a department by providing a baseline on which to base hisker 
recruit training. 
The summary of the study will provide recommendations for other fire science 
prograins within Wisconsin's Technical College System to establish or improve upon an 
intern/mentoring program. 
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CHAPTER 1 
INTRODUCTION 
Introduction to Milwaukee Area Technical College (MATC) and the Fire Science Program 
Founded in 1912, MATC has grown to become one of the Midwest's largest 
community-based technical colleges. Students can complete the first half of their 
baccalaureate degree requirements, earn a one-year technical diploma or a two-year 
associate degree. Students can apprentice in a trade, starting at MATC and completing 
their training on the job. 
MATC has four campuses; Downtown, Mequon, West Allis and Oak Creek which 
serves about 57,000 students per year, the majority of whom attend part-time. Full-time 
equivalent enrollment is about 13,200. Each year, MATC graduates about 1,700 students. 
Ninety percent of graduates surveyed either are employed within six months or have 
continued on to four-year colleges or universities. 
The most diverse college in the state, MATC admissions show 43 percent of 
students identifjmg ethnicity are minorities. With 170 degree, diploma and certificate 
programs, plus 23 apprentice programs, MATC offers more career choices than any other 
state technical college. In addition, more than 90% of MATC graduates are employed 
within six months of graduation, or continue on to further their education at four-year 
colleges and universities. (MATC, 2003) 
When students enroll in the Fire Science Program at MATC, they can expect to 
receive a two-year associate degree after completing 68 credits: 33 credits of fire science 
classes with general and elective classes making up the balance. As of the Fall Semester of 
2004, the Milwaukee Area Technical College had 104 I11-time equivalent (FTE) students 
enrolled in the Fire Science Program. Approximately 10% of this enrolled population were 
women and approximately 10% were listed as minority according to individual registration 
data available to administrators and teachers. Approximately, 88% of Fire Science 
students receiving their Associate Degree are employed within six months. (MATC, 2003) 
(Appendix B) 
Introduction to the Field Problem 
During the time of this research, the majority of students indicated they have 
limited or no exposure to the actual fire department structure and its daily functions. Upon 
the researcher's arrival as a Fire Science instructor in 2000, a review of the program and its 
history showed a definite void in this unique type of training. 
An appropriate starting point for this study would be to clarifL the term, mentor and 
internship. One of the popular definitions of a mentor is " ... a relationship between an 
older, more experienced adult and an unrelated, younger protege." (Rhodes, 2002) 
Mentoring is not a science. People have different goals and come fiom different life 
experiences. The term 'mentor' has become synonymous with wisdom, guardianship and 
teaching, personal, social and work development. 
One who would mentor must be able to determine the best help to offer. Some who 
seek advice have no idea what the right questions are; others mistakenly or correctly 
believe they know the answers and are merely seeking confirmation. Both represent a 
challenge. "Sometimes the mentor must be a story teller; at other times, an empathetic 
listener. Occasionally, it is a coach's pep talk that is needed. The art is not merely 
knowing what to say but how to say it and when." (Peddy, 1998) 
Early mentoring can be traced back to Greek Mythology where trusted counselors 
were mentioned as guardian or teachers. The origin of the word "mentor" comes from the 
story of Odysseus, who placed his trusted friend Mentor in charge of his household while 
he went to fight in the Trojan War. Mentor became the surrogate father of Odysseus' son, 
Telemachus. During Odysseus' 10 year absence, Mentor guided, instructed, and gave 
counsel to Telemachus. Since that time, mentors have been looked upon as wise and 
trusted advisors. Mentors were also found in biblical times, when the apostle Paul took a 
young protege name Timothy, and made him an apprentice, and guided and instructed him 
in church planting. Paul's advice to Timothy went from the very practical fatherly advice 
on being aware of other teachers to the exhortation to watch his own motives. Paul 
continued to guide, instruct and, most important, encourage Timothy through some very 
personal letters contained in the Bible. (King James Bible, 1 and 2 Timothy) A more 
thorough research of the history of mentoring was conducted through a publication by the 
researcher. (Appendix C) 
As history moves forward in time and place, the United States and its mentoring 
initiatives date back to the turn of the century; with nearly half of all programs being 
established in the past five years, and only 18 percent have been operating for more than 
fifteen years. (Sipe & Roder, 1999) 
The role that a mentor has in the life and career development of a protege cannot be 
denied. Those currently in the fire service have the important role of assuring that 
accepted traditions, values, and proper work ethnic are passed onto the next generation of 
firefighters. The fire service is steeped in tradition and to a large extent has historically 
been passed on fiom father to son. 
At the community college level, fire service instructors have the responsibility and 
opportunity to pass their experiences onto impressionable students desiring to be 
firefighters who have a dream to join the ranks of the fire service some day. 
One does not have to be a formal instructor or come from a fire service family to be 
a mentor. In fact, all those in the fire service have an obligation to guide and instruct. 
Regardless whether a one-year, 10-year or 30-year veteran, all have one thing in common - 
we had to start sometime. Hopefully that "start" was productive and beneficial in order to 
get off on the right track. 
In solving this dilemma of incorporating mentoring into an MATC program, the 
researcher looked at current fire department training programs as well. Most fire 
department training programs do an excellent job of orienting new recruits into fire service. 
Regardless of the length or size of the training program, all new members experience "first 
day jitters." The "butterflies in the stomach and the unknown of entering the firehouse for 
the first time vary from person to person. Each new fire service recruit has legitimate 
individual and organizational questions and concerns which must be taken seriously. 
There does appear to be an educational gap between the fire science student and the new 
recruit. As in business or medicine, this gap has been filled with internship programs. So 
the fire service looks to filling this gap with a program that will use the concept of 
mentoring and implementing it into an intern program. 
This study will address those questions and concerns through the development of a 
mentoring program that will provide a tool to assist a fire department in the transition of a 
new fke service recruit into the organizational structure. Direction will be provided for 
company officers and senior firefighters that act as mentors, and also for the new recruit. 
Then exactly how is an internship different from the mentoring experience? An 
internship should incorporate all of the main concepts of mentoring while being more time 
specific and offers a period of learning and supervised practical training in a workplace 
environment. The internship program at Washington State University defines mentoring 
as: "Any carefully monitored work or service experience in which an individual has 
intentional learning goals and reflects on what he or she is learning throughout the 
experience." (Washington State University, 2005) 
Without trying, individuals model what is valued. This modeling can be seen 
in business, athletics, and the home. Who has not heard it said: "Like father, like son" or 
"She's just like her mother"? Often in home and in the workplace, behaviors, successes, 
and lifestyles, both good and bad, are repeated from one generation to the next. The article, 
"Clues for Success in the President's Job, found, after interviewing more than thirty top 
executives, that all learned firsthand fiom a mentor. (Bailey, 1983) The axiom "more is 
caught than taught" is very true. 
Statement and Significance of the Problem 
Then how has this "mentoring experience" become uniquely important in today's 
frre department setting? In the researcher's situation, learning fire training in hundreds of 
subtle ways over countless years from the researcher's father who was a Milwaukee, WI 
firefighter 36 years. The researcher and fiiends would often visit the firehouse where the 
researcher's father was currently assigned and saw first hand the camaraderie and training 
that took place. The researcher's childhood experience was comparable to many current 
co-workers who had similar family traditions. 
In today's environment, this covert training between fatherlson and fatherldaughter 
still exists but to a much lesser degree. The problem of mentoring has also developed over 
the change in fire department tasks and educations requirements. Students need a different 
type and more complex type of mentoring as firefighting now demands more training, 
acquiring licenses, and obtaining two and four year degrees to get that first job. The arena 
of candidates has also changed with women and minorities, who historically have not had 
the same opportunities, finding ways to integrate themselves into .the current system. 
The researcher's data showed that no formal, organized mentoring programs 
exists currently in any of the twelve Fire Departments within Milwaukee County. Program 
variations such as cadet and explorer type programs do exist, however, varying in content 
and application from department to department. These programs have little similarities and 
are not tied to the requirements of an educational institution. 
New recruits, specifically women and minorities, would benefit greatly by receiving 
this additional guidance and ease their transition into a career not usually assessable to 
them in the past. The goal of establishing a mentoring program will help the fire student 
gain employment in the field and help the newly hired firefighter in making the transition 
into what is still considered still a very close knit organization. By assigning a trained and 
responsible senior member from the f r e  department's organization, the mentored student 
will not only learn what the on-the-job responsibilities are but also, ease them into a 
challenging and dangerous career. 
Objectives of the Study 
The purpose of the study is to put into place an organized mentoring program into 
the Milwaukee County fire department system. It is the goal to organize this program 
toward the 14 Milwaukee County fire chiefs. Subsequently, this mentoring program will 
be formally organized and constructed as an internship class "Fire Internship" and offered 
to the students enrolled in the Fire Science Associate Degree Program at MATC. The new 
class curriculum will be offered as a three credit elective and cover the course of one 
semester. 
Significance of the Study 
The text as described in Chapter three contains documentation as to why a 
mentoring program in the context of an intern class is needed within the fire service and the 
benefits available to both the mentor and the mentee. Chapter three will also present 
guidelines and provide structure for the intern program. 
Before the design of the program took place, the researcher received feedback from 
the fire department chiefs in Milwaukee County both in the form of verbal and written 
surveys, all detailed in Chapter three. The development of an intern program/class and a 
plan of action for its implementation are covered in the conclusion and recommendation 
sections of Chapter five. This class will further enhance the &-training curriculum 
through detecting performance gaps and skill deficiencies in the total environment setting 
that the students experience and better prepare them to enter the workforce. 
Limitations of the Study 
A time frame for the implementation of the fire department program will be 
presented, but only in a general format. A step-by-step implementation process will be 
given to each department in which they will have to do a costknefit analysis. At this 
juncture, each department will decide, based on the facts given, whether a mentoring 
program is justifiable now or in the future. 
Assumptions of the Study 
Currently, there is no fire service intern program or class offered at Milwaukee 
Area Technical College. Until a study was conducted through the fire chiefs of Milwaukee 
County, the department's cooperation and need was not known. The implementation and 
success of the program will greatly depend on the interest and cooperation of the 
Milwaukee County fire chiefs. A Student Internship Proposal will be submitted to MATC 
Associate Dean, Vincent Vitale as well as the "MATC Fire Science Advisory Board" 
before the class can be formally offered to the students. 
Just as the fire service program strives to make academic and technological 
progress, it must also make every effort possible to continually offer opportunities and 
develop its fire service candidates. Current employees can continue their development 
through formal education, classes offered through the city and other on-the-job training. 
Fire service candidates have far fewer opportunities and many underprivileged candidates 
lack the career direction needed to be successful fire service recruits and be properly 
assimilated into the fire department workforce. 
DEFINITIONS OF TERMS 
Internship - Experience that incorporates all of the major concepts of mentoring, is more 
time specific and offers a period of learning and supervised practical training in a 
workplace environment. (Rhodes, 2004) 
Mentor - A relationship between a more experienced adult and an unrelated, younger 
protege. The term has become synonymous with wisdom, guardianship, teaching and 
personal and social development. (Rhodes, 2004) A person who helps someone else 
experience personal growth through learning. (Ibarra, 2004) 
Mentoring - The offering of advice, information, or guidance by a person with useful 
experience, skills, or expertise to promote another individual's personal and professional 
development. (Ibarra, 2004) 
Performance Gap - The difference between a subordinate's current performance and what 
is required by the job, or by the job you would like the subordinate to take on. (Ibarra, 
2004) 
Skill Deficiency - A gap between a person's current capabilities and those needed to take 
on another job. (Peddy, 1998) 
Wisconsin Technical College System - A post-secondary educational institution to 
provide an associate degree, technical diploma, and technical certificate. Wisconsin is 
divided into 16 regional college districts with a total of 47 campuses and numerous 
outreach centers statewide. (www.witechcolleges.com) 
360-Degree Feedback - A personal assessment tool used to systematically collect 
information about a person's behavior and performance from everyone who interacts with 
that person: boss, teachers, peers, and direct reports. The goal is to determine 
what it is like working for or with the person, and to isolate strengths and 
weaknesses. (Ibarra, 2004) 
CHAPTER 2 
REVIEW OF LITERATURE 
Study of MATC Students in Fire Science Program 
The study examined all the programs available to the Wisconsin Technical College 
System (WTCS) student. A complete review was conducted of the WTCS System and its 
colleges to examine the Fire Science programs within the state of Wisconsin. The Fire 
Science program at Milwaukee Area Technical College (MATC) is part of the Technical 
and Applied Science Program and is located at the South Campus in Oak Creek, 
Wisconsin. 
Of the sixteen technical college districts in Wisconsin, currently only six offer an 
Associate Degree in Fire Science: Waukesha, Fox Valley, Western, Gateway, Madison and 
Milwaukee. While the general format for obtaining a fire science degree is similar, there 
are variances in course offerings and credit requirements. 
(Table 1) 
Wisconsin Technical College System, Colleges offering Fire Science Program 
Technical General Education Elective 
Credits Credits Credits 
Gateway 34 26 6 
Western Program currently being established 
Madison 38 20 6 
Waukesha 35 29 6 
Fox Valley 35' 29 6 
Milwaukee 3 5 27 6 
Total 
Credits 
66 
NA 
64 
70 
70 
68 
In summary, Fire Science programs require approximately 64 to 70 total credits to 
graduate. Table 1 has broken down the credit requirements. (MATC; 2004-05 Catalog) 
Of the six colleges offering an Associate Degree in Fire Science, four colleges have 
implemented an internship class. In some cases, the class is required and some it is an 
elective. The campuses, Madison and Milwaukee, do not offer this valuable educational 
opportunity to their fire science students. For this study, the researcher contacted the Fox 
Valley Technical College and the Oshkosh Technical College advisors. Currently, both 
offer an internship program and provided valuable input into this study and the 
implementation of a class offering into the current curriculum at MATC. 
Those students that would be available to take advantage of a mentoring program 
was analyzed using data fiom MATC, called the "Technical and Industrial Data Sheet" 
available to all MATC administrators and teachers. As of the fall semester of 2004, the 
Milwaukee Area Technical College had 104 full-time equivalent (FTE) students enrolled in 
the Fire Science Program. Approximately 10% of this enrolled population were women 
and approximately 10% were listed as minority according to individual registration data 
available to administrators and teachers. 
Study of MATC Internship Programs 
The researcher found that at the present time MATC offers various types of 
internship initiatives in other programs. The specific goal is to provide "Cooperative 
education and internships as educational programs that combine in-class academic work 
and career-related employment." Cooperative education and internships are open to 
students enrolled in selected academic programs. A co-op or internship experience is a 
component of several MATC programs and optional for others. (MATC 2004-2005 
Catalog) MATC currently offers more than 170 associate degrees, technical diploma and 
certificate programs of which twenty-four or more than 14% require a Cooperative 
EducatiodInternship. Other than these required Internships, there are twenty-seven 
programs, almost 16%, that offer optional Cooperative EducatiodInternships. The value 
that MATC places on interning is evident in that 30% of all programs offer some sort of an 
internship to the student. (MATC 2004-2005 Catalog) 
General Review of Mentoring 
A general review of mentoring was researched in order to aid in the development 
and implementation of the type of program that should be created for the Fire Science 
Program at MATC. 
At the present time the topic of mentoring is in vogue in spite of the American 
culture that fosters individualism and isolation fiom one another. Private and public 
industries and companies, educational institutions as well as government agencies have 
adopted the concept of mentoring and all agree that it makes a tremendous impact on 
society. It is not only good for business, it also makes good business sense. (Rhodes, 
2002) Joseph Bailey, in an article titled, "Clues for Success in the President's Job" found 
after interviewing more than thirty top executives, that all learned firsthand fiom a mentor. 
The axiom that more is caught than taught is very true. 
The history of mentoring can be traced back to a Greek mythology story called, 
"Homer's Odyssey" where mentors were often mentioned as guardians or teachers. One 
example of this is Odysseus who placed his trusted friend Mentor in charge of his 
household while he went to fight in the Trojan War. (Cain, 2005) Mentor became the 
surrogate father of Odysseus' son Telemachus. During Odysseus' ten year absence, 
Mentor guided, instructed and gave counsel to Telernachus. 
Since that time, wise and trusted advisors have been called "mentors." "Mentor 
represented the union of both goal and path." (Cain, 2005) This writer seems to indicate 
that the goal is what a person wants to achieve and the path is the way in which the goal is 
achieved. (Butler, 2002) 
Further mentoring can be observed in biblical times when the apostles of Jesus 
guided and instructed proteges to carry out their work in their absence or to distant lands. 
In fact the apostle Paul stated: Be ye followers of me." (I1 Corinthians 7, NIV Bible 
Version) In other words, copy what I have done or model yourself after me. 
Mentoring initiatives in the United States has its roots at the end of the 1 9 ~  century, 
with "fkiendly visitors" who served as role models for families in poverty. (Cain, 2005) 
The fiiendly visitors were middle-class women who worked with poor or immigrant 
communities, the women helped raise the characters and elevate the morals of these poor 
families. (Bilchick, 1998) In the United States, nearly half of all current programs were 
established in the past five years and only 18 percent have been operating for more than 
fifteen years. (Sipe & Roder, 1999) 
The purpose of this chapter is to introduce the reader to various types of existing 
mentoring programs including the history, focus, application(s) and success of the 
particular program. The adaptability of implementing each program to the fire service will 
then be evaluated. 
Although mentoring applications can be very specific depending upon the career 
path, three broad types of mentoring applications will be discussed: academic, societal and 
the workplace. Whether a business, school or agency wishes to adopt a formal or informal 
mentoring program will also be evaluated. 
Definition of Mentoring 
"Mentoring is a relationship which gives people the opportunity to share their 
professional and personal skills and experiences, and to grow and develop in the process. 
Typically, it is a one-to-one relationship between a more experienced and a less 
experienced employee. It is based upon encouragement, constructive comments, openness, 
mutual trust, respect and a willingness to learn and share." (Spencer, 1999) 
Mentoring is a term that can be applied either very specifically or rather liberally to 
many situations or workplace environments. In its most basic form, mentoring involves 
elements of all of the following disciplines: listening, evaluating, correcting, guiding, 
modeling, and encouraging. In its most basic application, a mentor is one who makes a 
connection with another person to guide andlor instruct. (Rhodes, 1999) 
The three broad types of mentoring applications are academic, social and workplace 
will now be highlighted. 
Academic Mentoring Programs 
The purpose of this type of mentoring program is to first provide guidance and 
support to a student within an educational setting. Several of the more common outcomes 
used to benchmark whether a school-based mentoring program is successful are: grades, 
absenteeism, relationship characteristics and frequency of contact. A byproduct and 
secondary benefit to this type of program would be to provide academic instruction and 
guidance to an underachieving student through tutoring. 
Academic mentoring is M e r  subdivided by targeting different academic levels of 
achievement that the student has attained. Academic mentoring programs can begin as 
early as middle school (grades 5 - 9). Several of the more popular academic mentoring 
programs for middle school children are "Project RAISE," "Across Ages" and 
"TeamWorks." (Sipe & Roder, 1999) 
"SAS, a project of Philadelphia Future, provides well-motivated C students from 
poorly performing high schools with five years of mentoring, academic support, assistance 
with choosing and applying to colleges, financial incentives to do so, and continued contact 
throughout the post secondary years. Since its founding in 1990, the program has served 
450 students, 186 of who have graduated from high school and gone on to higher 
education." Students participating in SAS improved their academic performance. This 
group earned a higher GPA than did the students in the comparison group and were more 
likely to participate in college preparatory activities. The students who had mentors had 
better attitudes toward school, toward the future and toward elders than did youth in the 
other two groups. These youth also used illegal substances less frequently and had 
somewhat better school attendance than did the youth who did not participate in the 
program. (Sipe, 2002) 
"Mentoring is reaching youth who are likely to face multiple problems in school 
and at home and who have little confidence in themselves. These young people often 
group up in difficult circumstances, with families struggling financially or with parents 
who are unavailable or unable to provide needed support, or both. Mentors believe they 
have been particularly successful in helping youth overcome such problems as having 
negative feeling about themselves, skipping school and poor grades." (McLearn, 
Colasanto, Schoen, & Shapiro, 1998) 
While mentoring in the fire service has learning as one of its objectives, its basis is 
career and task learning not academic learning in the strict sense. Therefore, mentoring 
from an exclusively academic perspective is not applicable in this thesis study. 
Social Mentoring Programs 
The purpose of this type of mentoring program, although not exclusively, is to 
provide guidance and support to a person in need. Many types of social mentoring 
programs center around the support of a child or adult in danger of being involved in or 
already involved in some type of substance abuse. In these situations, the mentor should be 
thoroughly trained in this area and be able to detect societal signs and symptoms inherent 
to one in this situation. A secondary purpose to this type of mentoring program is to 
provide a stable, caring adult role model in the lives of the adults and children in need of 
such support. 
In 1983, Margaret Mahoney, then president of The Commonwealth Fund (a private 
non-partisan organization that supports independent research on health and social issues), 
called for a "renaissance of mentoring" to counteract the lack of caring, mature adults in 
the lives of many young people. Mahoney suggested that the "absence of traditional family 
and community linkages to bring younger people together with older ones mean that our 
society must find a new strategy to create these linkages." (Sipe, 1998) Mahoney also 
called for a rebirth of the mentoring initiatives that had begun almost a century earlier. 
The oldest, largest and most widely known U.S. organization that is known for its 
social mentoring programs is "Big Brothers, Big Sisters of America (BBBSA). Founded in 
1904 by Ernest Courlter, BBBS now has more than 500 agencies throughout the United 
States. Approximately 220,000 children, ages 5 to 18, are matched with pre-screened and 
caring adults. BBBS has as its focus not specific goals such as college attendance but 
rather to promote general youth development objectives. 
Local BBBS organizations are usually situated in areas where the children and 
young adults are faced with illegal drugs, alcohol abuse and strained family relationships. 
They normally lack self-confidence and have poor school attendance. Viola Quintero, 
director of BBBS echoed Mahoney stating: "It's crucial to put mentoring in these people's 
lives, no matter what the pattern is." (JafTe, 1998) The fiendship forged with a youth by 
the Big Brother or Sister creates the framework through which the mentor can support and 
aid the youth." (Grossman & Johnson, 2002) 
Volunteer BBBS adults provide a one-on-one relationship that is centered on 
providing encouragement and help the child have a better understanding of himiher and 
help uncover heretofore opportunities and possibilities. Eighty percent (80%) of all 
mentoring programs use this one-on-one format. (Rhodes, 2002) 
BBBS is just one of several social mentoring programs thriving in the United 
States. Others include the Hospital Youth Mentoring Program, located in Newark, NJ, 
which uses mentoring to promote career development and has more than 10,000 involved 
in the program. 
The Sponsor-A-Scholar program located in Philadelphia, PA provides well- 
motivated C students with five years of mentoring, academic support, assistance with 
choosing and applying to colleges, and continued contact throughout the post secondary 
years. (Grossman & Johnson, 2002) This growing body of evidence substantiates this and 
other mentoring programs' claim of effectiveness. 
The fire service has as its history and tradition the closeness of a family and is often 
referred to as a bbbrotherhood." There is a bond that develops because of the unusual work 
schedule and long hours per shift. This special bond is also the result of whenever 
coworkers rely upon one another in life and death situations. 
However, the aspects of a societal mentoring program exclusively are not applicable to 
the goal of this thesis. Because the objective is to implement an internship program for 
Fire Science students at MATC utilizing the mentoring concept, more than societal 
mentoring is involved. 
Workplace Mentoring Programs 
Mentoring is an effective strategy which can contribute significantly to the career 
development of employees. The introduction of formal mentoring programs in the 
workplace is relatively new. However, the process of the more experienced offering 
support, advice and assistance to the younger and less experienced group members has a 
long history. (Spencer, 1999) In the workplace, mentoring supports individual career 
development through sponsorship, coaching, protection, exposure, and challenge. It also 
addresses psychosocial functions: how best to behave, workplace values, personal 
dilemmas, and a sense of acceptance by the group. (Ibarra, 2004) 
In previous eras, people often got their jobs through a strong connection to the 
workplace. Young men showed up and got hired at a plant where their fathers, uncles, and 
neighbors also worked. Workplaces were often quite segregated. Women and minorities 
had little access to good jobs; those who did get hired were not privy to the unwritten rules 
of the workplace, and they did not last long. The fire service has been no different in this 
pattern of hiring. 
Today, due to family dispersion, movement of the children of blue collar workers 
into the middle class, anti-discrimination laws, and unemployment, employers are twning 
increasingly to workers who have not traditionally been part of their workplaces. In the 
later half of the 20th century, the workplace has changed in that, manufacturing is hiring 
more minorities and places typically thought of as all-male construction sites are now 
hiring more women. Workplaces now are less able to rely, as they once did, on references 
fiom family members for hiring. 
These are changes for the better. There is less discrimination in hiring than there 
once was, and women and minorities have greater opportunities to enter well-paying jobs. 
Unfortunately, these new entrants experience a high turnover rate. Many companies hire 
the best and brightest, but then watch many promising minority employees get mired in 
middle management and leave out of frustration. (Thomas, 2001) Today's women and 
minorities who lack this built-in support system in the workplace, beginning the job is 
much harder. Together, employers and unions can vastly improve this situation by utilizing 
mentoring systems which do formally for all new workers that uncles, fathers, and 
neighbors once did informally for their friends and family. 
Workplace mentoring can also help the mentor. Doing the same job or task year 
after year does not seem like a challenge. Senior people who participate as mentors can 
rethink their philosophies and methods, benefit fiom the fiesh ideas of proteges, and see 
their own styles emulated in the organization. (Murray, 2001) 
Changes in society and efforts in the legal system have created vast improvements 
in the fire department's hiring process. These changes have created opportunities to be 
employed and, for some, this employment is considered non-traditional. New recruits in 
the fire department can become overwhelmed as they face the problem of assimilating into 
the unique environment of the firehouse. It is not uncommon to have several new recruits 
even face failure after they have gone through the lengthy hiring process and the several 
months of training. The City of Milwaukee Fire Department has 20 weeks of training and 
smaller cities or suburban departments may have only three weeks of training - before the 
recruit is actively placed in the firehouse. 
It is becoming increasingly popular as well as cost effective to have some sort of 
mentoring programs or internships in place to speed up this process of assimilation and 
increase the retention rates of newly hired recruits. These programs are a valuable key or 
"bridge" into these nontraditional work environments for these employees and employers 
where numerous benefits are found for all involved, 
Workplace mentoring can be conducted fiom two different perspectives: as a 
student or as a new employee. The first, as a student, is done in conjunction with a local 
school. This school would be a secondary school, either a high school or trade school. An 
agreement between the school and an employer is created which allows a student to 
"shadow" a worker for an agreed upon time fhme in order to observe and learn the various 
aspects of the job from a model and more experienced employee. This employee is one 
who exemplifies desired behaviors, attitudes and skills in order for the student to make am 
educated career choice later in life. The mentor chosen for this must meet the guidelines 
established by the School-to-Work Opportunities Act of 1994 which states: an employee or 
other individuals approved by the employer at a workplace, who possesses the skills and 
knowledge to be mastered by a student and who instructs the student, critiques the 
performance of a student, challenges the student to perform well, and works in 
consultation with the classroom teacher and the employer of the student." (Murray, 2001) 
In this situation, the student may or may not receive pay and is considered a temporary 
employee of the business. The relationship is primarily educational and reinforces the 
career choice of the student. 
The second perspective is done after an employee is hired and is considered part of 
the workforce even though a period of probation may be required. These probationary 
periods are most commonly seen in large corporations with layers of management, such as 
banks (Wells Fargo), fast paced service industries (Federal Express) and technology 
(Hewlett Packard). In this environment, the pace is fast and the failure rate is high. 
(Murray, 2001) 
The global corporation, Hewlett Packard uses strategies of personal technology to 
achieve success with a twelve-month accelerated development program grouping mentors 
to high potential employees. Charlie Hartness, a popular and valued mentor among 
managers at Federal Express, comments about the new employees entering the 
management program, "Simply avoiding failure is not all that it takes to be successful. I 
think probably the most important contribution a mentor can make to candidates is helping 
them avoid failure. They will succeed on the basis of their own competencies, as long as 
they avoid failing in the process." (Murray, 2001) 
This type of mentoring programs has helped in the advancement of 24 
underrepresented groups. For example, the number of minority persons in top management 
positions at DuPont has risen 10 to 35 percent since mentoring was first implemented 
within the company in 1985. (-eld, 1992) Another example is found with the 
company, Fannie Mae. This company's corporate mentor program is designed to 
encourage the advancement of high-potential employees, particularly women and 
minorities. To date the program seems to be successll. Women make up 44 percent of 
the organization's management, up from 36 percent in 1992, and minorities make up 25 
percent of that group, up from 15 percent in the same year. Mentoring relationships can 
help get these people who have been excluded into the pipeline. (Stone, 2004) 
As studies have revealed, organizations have many different types of mentoring 
programs available to new employees. A survey of 636 mentor-protege pairs revealed that 
42 percent had been matched for career development of the mentee, 30 percent were 
targeting technical skills transfer, and 12 percent had been paired in support of cross- 
functional and cultural diversity. (Murray 1999b) 
Some general guidelines for choosing a workplace mentor are to: 
facilitate the mentee's professional growth 
provide information, guidance and constructive comments 
assist in the evaluation of the mentee's plans and decisions 
supports and encourages and, when necessary, highlights short-falls 
in agreed performance 
maintains confidentiality, and provide constructive feedback at all 
times (Spencer, 2004) 
Mentoring in the workplace application assimilates a new worker into an existing 
work environment either directly from a school or different workplace setting. The purpose 
is to produce a more informed, productive and safer worker in a shorter period of time than 
when allowed to learn on their own. This is because the newly hired worker will, in all 
likelihood, assume more of a "hands on" role in the workplace and the mentor will have 
more of a vested interest since the possibility of working alongside one another exists. 
However, in spite of the fact that the relationship is different, a mentoring program 
for the newly hired and for a student internship course incorporating the concept of 
mentoring, both need to be set up with formal guidelines. 
While fire service mentoring, because of its unique history and environment, could 
take on aspects of all three of the mentoring program types: academic, social and 
workplace; this thesis will directly focus on workplace mentoring. 
In establishing the need for a mentoring program, the focus of this thesis will be on 
student mentoring within the framework of a new class offering at MATC. The mentoring 
aspect will be introduced through an MATC internship class and will introduce the 
perspective firefighter to an actual work environment of a career firefighter and to a mentor 
working within the fire service. There are two general infrastructures in which any 
organization can set up a mentoring program; informal and formal. 
Mentoring Programs: Formal and Informal 
Mentoring in whatever setting; school or workplace and for whatever purpose; 
social or academic, can be done either formally or informally. 
Technically, "informal," as it is referenced, is a program that does not have ongoing 
support andlor the endorsement from the workplace involved. Based on the informality of 
the relationship, informal mentoring is less structured and relies less on fixed meeting 
placed and times. Nearly one-third of adults had been a mentor at some point, 83 percent 
of them not in formal mentoring programs. (McLearn, Colasanto, Schoen & Shapiro, 1998) 
As opposed to formal interaction, it can take place through telephone conversation or by 
just socially interacting. 
In the workplace setting, these programs are usually established by the workers 
themselves and could be best described as taking a new person "under ones' wing." 
Outside of mentoring in the workplace, informal mentoring can take place in the mentees 
neighborhood or through the school setting and "nearly a quarter (23%) of informal 
mentoring relationships began because of a traumatic event in the young person's life and 
16% said the youth was responsible for starting the relationship." (McLearn, Colasanto, 
Schoen, & Shapiro, 1998) 
The overwhelming amount of mentoring however, takes place in an informal 
setting. Approximately eight of ten (83%) adults who have mentored young people in the 
last five years had initiated the relationship through informal contacts." Conversely, 17% 
of the adults who have mentored young people in the past five years did so through formal 
mentoring programs." (McLearn, Colasanto, Schoen, & Shapiro, 1998) Very similar in 
purpose to "informal" programs but with structured support are formal mentoring 
programs. 
Despite this overwhelming difference, formal mentoring statistically has a greater 
impact on the lives of the mentees. "Formal mentors are more likely than informal mentors 
to influence the lives of more youth by mentoring." (Stone, 2004) In any agency, business 
entity or public service sector, a formal mentoring program would be the only type of 
program where there would be a clearly defined purpose, specific goals and performance 
that could be measured. "Formal mentoring links development of employee competency 
with strategic business needs." (Management Mentors, 2005) 
This type of mentoring program is established, sanctioned and provided with 
ongoing support by all within a particular organization. The approval and establishment of 
such programs must be a cooperative effort between management and labor. If a union is 
affiliated with a particular workplace and represents the employees, it too must be involved 
and support the mentoring programs' initiatives because of the value of such a program to 
its members. 
Internships 
Often referred to in the development of these programs is the term "intern." The 
distinction to be made is that an intern may or may not simultaneously be a student enrolled 
in a field of study closely linked to the position or job sought after yet should utilize all of 
the aspects of mentoring. For the most part, the internship is considered a formal 
mentoring experience, in part because the results or "lack of' will want to be monitored. 
To monitor its success, companies and institutions often use a personal assessment tool 
referred to as "360-Degree Feedback," where the mentor systematically collect information 
about a mentee's behavior and performance fiom everyone who interacts with that person: 
boss, teachers, peers, and direct reports. The goal is to determine what it is like working 
for or with the person, and to isolate strengths and weaknesses. (Ibarra, 2004) 
"Internships offer a valuable experience in a field closely related to a student's 
major and career interests. They provide opportunities to explore career options, gain 
valuable work experience, begin to network, and learn about the world of work. 
Internships may be for credit or pay wages." (Middle Tennessee State University, 2005) 
The purpose of the entrepreneurship intern program is to provide the student intern with an 
opportunity to: 
Develop professionally 
Acquire real-world experiences 
Apply classroom learning to the workplace 
Employers and teachers have often heard the familiar lament from students that 
after spending a number of years obtaining a degree in a specific field of study they were 
still found to be "unemployable. The reason most often given by employers is that the 
student lacked experience. The most common retort by the student is: "How can one gain 
experience if no one hires me?" This would be an excellent illustration of the value of 
experiencing an internship position. 
Whether the program is called shadowing, exploring, or cooperative learning, the 
purpose of internships is to provide an opportunity for either an advanced student or a 
recent graduate to obtain work experience or practical training in hisher field of study 
under direct supervision. This position may be either paid or unpaid but formal more than 
informal. It would be during this time that the intern would gain much sought after 
experience and be able to list this work experience on a resume. For the employer, whether 
a person is considered an intern or not, the opportunity lies in the ability to view the work 
habits and adaptability to the career of a potential future employee. While not guaranteeing 
success, this internship period might also eliminate candidates that are not suitable for the 
profession and allows the employer a period of time without any commitments before 
actually hiring the new worker. 
Specific Intern Examples Within the Fire Service 
The Fire Department in Longview, Washington has an established intern program 
that is designed for individuals attending college who wish to gain work experience in the 
fire service. They view their intern as an integral part of the fire crew, and during their 
three-year commitment they are required to complete three phases, with each phase 
increasing in tasks and difficulty. A lieutenant assists the battalion chief with developing 
target dates for completion of each phase. Quarterly assessments are completed of the 
interns to ensure they are on-task to complete each phase. (Longview, WA Fire Department, 
2005) 
The City of Salisbury, North Carolina Fire Department has an extensive web site 
that details the Fire Department Intern program. Their intern program is specifically for 
high school students and has designated a specific curriculum that covers ten topics: Blood 
borne Pathogens - Personal Safety, Hazard Communications, Material Safety Data Sheets, 
Lock-out~Tag-out Awareness, CPR Awareness and Basic First Aid, Fire 
Extinguishers-Equipment and Tools, Self Contained Breathing Apparatus, Interns Roles 
and Responsibilities, Station Emergencies and Communications, and Public Fire Safety 
Education. Interns must pass training levels in Intern I before they can be considered for 
promotion to Intern I1 level. (Salisbury, NC Fire Department, 2005) 
Another fire department that offers prospective employees the opportunity to leam 
is the Wrightsville Beach, NC Fire Department. "We continuously seek innovative, cost- 
effective methods of providing high quality emergency services. Our intern program is one 
notable example to this approach. Interns receive a free dormitory room in the fire station 
in exchange for their service as firefighters. The program strengthens the ranks of the fire 
department while cutting costs for college students." (Wrightsville Beach, NC Fire 
Department, 2005) 
One department with an outstanding program is the Sacramento Metropolitan Fire 
District, CA. The Metro Cadet Program "Training Today's Youth for Tomorrow's Fire 
Service" was founded in 1993 and was designed to give men and women between the ages 
of 16 to 25 a brief insight into the Fire Service. This completely volunteer program has its 
own fire station and has the cadets perform many of the tasks that present day fire stations 
require. Cadets are expected to participate in all aspects of the firehouse including, 
cleaning, maintenance, training, cooking, public education, and emergency response. To 
date, twenty-two Cadets have moved on into professional career in the fire service, and the 
law enforcement community. (Sacramento Metropolitan Fire District, 2005) 
From these various examples, my study concluded that fire department intern 
programs vary in size and complexity. They include men and women from high school and 
college to age 25. Some programs are used partially to save the community budget dollars 
and others are strictly for offering a service to the community. However, all programs have 
dedicated themselves to mentor these young adults of varying ages. While instilling the 
teamwork concept they also learn invaluable technical skills that cannot be duplicated 
anywhere else. Even if many of these cadets do not pursue a fire department career, they 
retain numerous life experiences and core values that are with them forever. 
summary 
After reviewing the literature and various mentoring and intern applications, it is 
apparent that the Milwaukee Area Technical College Fire Science students and the 
Milwaukee County Fire Departments would benefit tremendously from the use of an 
internship class that incorporates the concept of mentoring. A course of this type within 
the Fire Science program will give the student the opportunity to apply techniques and 
lessons learned in the classroom and experience a worthwhile mentoring experience. His 
or her vision may or may not be to move forward in their career choice as a fire fighter or 
they can begin reexamining their performance goals toward another profession. The focus 
of the internship experience will be centered on the student's developmental learning 
throughout the class term not specifically in the outcome (i.e. class grade). 
The practical experience the students' gain will help to facilitate their progression 
from that of a fire student to an entry-level firefighter. The departments that hire a student 
that participated in the intern class will also benefit by hiring a candidate that can be 
assimilated in the workplace with fewer difficulties and a greater technical knowledge of 
firefighting. 
In the professional development of the employee or student, mentoring is a 
necessary tool in the 21" century. In most U.S. businesses (and in government), the 
majority of senior managers and administrators are still white males. In the work 
environments of the future, there will be little choice about working with one group of 
people rather than another. The workforce is increasingly diverse. Women account for 47 
percent of the 139 million workers in the United States, and two-thirds of new workers 
between now and 2008 will be African Americans, Hispanics, Asians, and other minorities 
(U.S. Department of Labor, 1999). (Murray, 200 1) 
CHAPTER 3 
METHODOLOGY 
Introduction 
At the present time, Milwaukee Area Technical College (MATC) does not offer any 
type of internship class. The purpose of this study is to examine how the development of 
an internship class, utilizing the concept of mentoring, would benefit both the students in 
the Fire Science program at MATC and the Milwaukee County Fire Departments that 
participate in the program. Prior to the development and implementation of the class, a 
MATC bulletin board announcement was placed throughout the fire science department 
inquiring about possible interest in an intern program. (Appendix D) The researcher 
received a valid number of positive comments from fire science students which warranted 
further research. Through a use of a focus group, the researcher planned a meeting with 
known experts, Milwaukee County Fire Chiefs, to gather information regarding their 
prospective participation in the intern program. Both of these groups were informed that 
their input was not only important in the class development but also highly encouraged on 
an ongoing basis. 
Research Design 
This chapter will include a description of methods used to obtain information prior 
to the inception of the program. The researcher formed the main data gathering resource, a 
focus group, that was made up of a total of eight representatives from the Milwaukee 
County Fire Departments. The focus group was primarily used to develop a hypothesis, 
establish the basic need for the internship class, and receive input for the curriculum 
development. 
Additionally, benchmarking was used to analyze what is being done in other 
technical colleges that have an internship class already established within a fire science 
program. This was done in order to draw upon what other professionals have already done 
and to build upon their success and avoid their pitfalls. It was found while each 
educational setting for this type of class has its own unique characteristics, certain 
standardized goals, objectives and performance goals and outcomes could be applied while 
still adhering to the requirements of the MATC and Milwaukee County Fire Departments. 
Population 
For the purpose of this study; the population is defined as: 
1. The first focus group would be the approximately 104 to 1 20 full time 
equivalent students that are enrolled in MATC's Fire Science. In order to take 
the intern class, currently enrolled MATC Fire Science students had to comply 
with the prerequisites of the class. (Appendix D) 
2. The second group would be the "Fire Science Advisory Board" including the 
Associate Dean of Protective Services and the researcher's direct supervisor. 
3. The third focus group would be the Milwaukee County Departments that deal 
directly with MATC in the various areas of the Fire Service Program. There 
are twelve separate Milwaukee County Fire Departments that could potentially 
participate in an intern class, accepting any number of interns. This group of 
individuals would have to commit to assigning one member of their 
department to coordinate the internship class within their respective 
departments, mentor the designated student and provide regular 
communication with the "MATC Intern Program coordinator." The researcher 
requested specifically that this representative be either the department chief, 
the department training officer or the person who will be the department's 
coordinator of the internship class and to whom the student will report directly 
to while interning, his or her mentor. 
Data Collection Process 
The researcher gathered information on mentoring and internship programs in the 
second half of 2002 and the first three months of 2003. After the decision was made that 
there was a need for this type of program, the researcher contacted the Associate Dean of 
Protective Services. After meeting on several occasions, both parties had a meeting with 
the "Fire Science Advisory Board" to present the proposal for this new class. (Appendix F) 
The meeting included discussion regarding the pros and cons of having an internship class 
and the successes of similar programs in other school districts. The proposal was met with 
unanimous approval to implement a Fire Science Internship class. 
Before a survey was formally created, the researcher attended a Milwaukee County 
Fire Chiefs' Association meeting and announced plans for an internship class at MATC. 
The researcher addressed the importance of mentoring in the fire service, answered any 
questions, and advised them that they would be receiving a survey. This survey would 
specifically inquire about their anticipated level of participation. 
All the above referenced data were analyzed from which a formal "Fire Intern 
Program Survey" was created to be used as a measure of evaluation and were completed 
and submitted on a voluntary basis. (Appendix E) 
Instnunentation 
In the Summer of 2003, another meeting was hosted by the Oak Creek Fire 
Department and, in addition to the researcher, was also attended by the intern coordinator 
fiom the Oshkosh Fire Department which has been participating in an intern program in 
conjunction with the Fox Valley Technical College for 25 years. Fire departments that felt 
that they might even remotely be interested in participating or wished to have their 
questions answered or their concerns addressed where encouraged to attend. Also, in 
attendance were the representatives fiom the individual fire department labor unions. The 
survey and tentative internship proposal were distributed to all twelve of the Milwaukee 
County Fire Departments for their review and completion. 
Within several months, responses from ten of twelve surveys were received and 
analyzed. 
Data Analysis 
The data received during this formative process was used to develop the curriculum 
and justifl the conclusions presented in Chapter five. A thorough and satisfactory 
sampling was conducting with ten of twelve Fire Departments, more than 83 percent, 
responding to the "Fire Intern Program Survey." 
Assumptions 
The following assumptions were given: 
1. Fire department representatives would be honest about their opinions. 
2. Current students would be honest about their desire to participate in such a 
class offering. 
3. There would be sufficient student participation to warrant the class on an 
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elective basis. 
4. MATC would support the class through a trial period even if the enrollment 
numbers were below the required minimum to run a class. 
CHAPTER 4 
RESULTS OF THE STUDY 
Introduction 
At the present time, the MATC Fire Science program does not have any curriculum 
for the students that allows them to be mentored in their college "major" through 
participating in an internship in an actual firehouse. The purpose of this study was to 
research the concept of mentoring and apply it to an internship class in the Fire Science 
program at Milwaukee Area Technical College. This class would allow students currently 
enrolled, or those that have completed the degree work and meet the prerequisites, the 
opportunity to apply in an actual workplace setting what they have only been able to 
theorize in the classroom. 
This opportunity for the students depends on the participation and involvement of 
the f r e  departments within Milwaukee County since the students will be individually 
assigned to a specific department for a semester. 
The DACUM process was used by the researcher as an overall guide to the creation 
and development of the intern class. DACUM stands for "Developing A CurriculUM and 
is a structured type of task analysis that is used by businesses, industry, and educational 
institutions to identifl knowledge gaps. 
The basic characteristics of the DACUM philosophy are: 
Curriculum needs to include real-world preparation for an occupation. 
An occupation can most effectively be described in terms of successfully 
performed job tasks or competencies. 
The expert worker is the best source for recognizing and describing job tasks. 
The DACUM process has three main elements: needs assessment, a data-gathering 
workshop, and curriculum development. (Appendix D) A needs assessment was conducted 
in Chapter two where it was established that there is a true need for increased mentoring in 
the fire service and that the intern program was the most commonly used vehicle for this. 
The next step was the data-gathering workshop in which the researcher brought together 
experts which in this case was the various Fire Chiefs from the Milwaukee County Fire 
Departments. 
This chapter will discuss the results of the survey conducted with the Milwaukee 
County Fire Departments experts. It will also outline where and how this new class will be 
structured and incorporated within the fue science program. Follow-up telephone 
conversations with the designated fue department intern advisors will also be presented in 
order to ascertain how, if at all, the implementation of this intern class has affected the 
participating fire department. 
Data gathered fiom the responses was used to meet the following objectives of this 
study: 
1. The purpose of the study is to create an organized mentoring program within 
the format of an internship class. 
2. It is the goal to structure this program for the twelve Milwaukee County fire 
chiefs. Subsequently, this mentoring program will be formally organized and 
constructed as an internship class "Fire Internship" and offered to the student in 
the Fire Science Associate Degree Program at MATC. 
3. The new class in the curriculum will be offered as a 3-credit elective and cover 
the course of one semester. 
Present the Findings 
In the Spring of 2003, the researcher completed the "MATC Fire Service Intern 
Class Survey" a survey which was approved by the Fire Science Department chairperson. 
This survey was presented to the Milwaukee County Fire Department representatives that 
were at the monthly "Milwaukee County Chief's Association" meeting. These Fire 
Department representatives diligently attend the monthly meetings as this is the most 
important time where most current issues and concerns are brought to the table; discussion 
in changes in the policy, procedures and joint training, responsibilities in mutual aid 
response issues and other urgent and important topics. 
Also attending the meeting with the researcher, was the Coordinator for the Fire 
Service Intern Program at the Fox Valley Technical College. This Intern Program has been 
in existence for more than twenty-five years. This meeting and the coordinator's presence 
were used to answer any questions, dispel any misconceptions about this type of program 
and encourage support for this initiative. These meetings proved to be a valuable tool for 
answering questions and general brainstorming about this new program and the 
development of the survey. 
Several months later, the research received a sufficient number of responses fiom 
the Chiefs that were very positive. The results of the survey are as follows: 
(Table 2) 
SURVEY 
MATC Student Internship Proposal 
Presented To: Milwaukee County Fire Departments 
Fire Department Resmnse 
1. City of St. Francis Written No 
2. City of Milwaukee Verbal No 
3. City of South Milwaukee No Response 
4. City of Greendale No Response 
5. City of North Shore Yes, at a later time 
6. City of West Allis Yes, at a later time 
7. City of Oak Creek Yes 
8. City of Franklin Yes 
9. City of Hales Comers Yes 
10. City of Greenfield Yes 
1 1. City of Wauwatosa Yes 
12. City of Cudahy Yes 
Summary of Survey Responses: 
No Response 2 Departments 16.7% 
No, we are not interested 2 Departments 16.7% 
Possibly, but at a Later Time 2 Departments 16.6% 
Yes, we are interested 6 Departments 50.0% 
100.W! 
Out of twelve Departments, the researcher received ten responses; two Departments 
chose not to respond. Of the ten responses there were six Departments, or 60% of the 
surveys received, expressing an interest in having an intem for a semester. It was noted 
that there were possibly two other Departments that could have been contacted: Milwaukee 
County Airport and the 440" Air National Guard. After discussing what Departments 
should be included in the Survey with the "MATC Fire Science Advisory Board," it was 
decided to exclude these two because of the complexity of the environment involved with 
the U.S. Department of Homeland Security. 
The survey asked several questions that would aid the researcher in the 
development of the intern class. A brief summary of the questions and the information that 
was received has been included from the six Departments that responded with a "yes" in 
participating in the intern program. (Questions 1 through 5) 
(1) Question 
This question obtained factual information about the department and the person that 
would be responsible for the intern student. 
(2) Question 
How many interns would you project that you would be interested in working with? 
Fire Department Intern Number 
Cudahy 3 
Franklin 1 - 3  
Greenfield 1 or2 
Hales Comers 1 intern 
Oak Creek 3 to 6 interns 
Wauwatosa 3 to 6, probably 3 first time implemented 
(3) Question 
This question obtained factual information about the contact person, Training 
OfficerIChief, who will be responsible for your fire department's training program. 
(4) Question 
What requirements would you like interns to possess prior to beginning internship 
with your department? (i.e. FFI, FFII, EMT, GPA etc.) 
Fire Department Reauirements 
Cudahy FFI, FFII, EMT or FFI and EMT 
Franklin We are reviewing this 
Greenfield FFI and EMT 
Hales Corners FFI with EMT or enrolled in the EMT course 
Oak Creek FFI, EMT, 2.0 or greater GPA 
Wauwatosa FFI, 2.5 GPA, EMT desirable but not required 
(5) Question 
What are some concernslideas you have in regards to this proposed program? 
Cudahy 
Work with union prior to implementation. Work out arrangements prior to 
implementation. 
Franklin 
We are reviewing this! 
Greenfield 
Left blank 
Hales Comers 
Left blank. 
Oak Creek 
Left blank 
Wauwatosa 
Need for recruiting minority candidates. We are interested in hosting three 
interns for the Fall term. In the future we may host up to a nine per semester. 
West Allis 
We are currently beginning CPAT testing and mentoring. We are interested in 
participating but we may have to delay until at least after this summer. 
The survey proved to be an effective tool in the development of the intern class. It 
gave the Fire Chiefs' sufficient time to investigate the new program and ask questions. 
Even though their answers on the survey were minimal, it opened up the lines-of- 
communication where they felt comfortable in contacting the researcher and offered 
suggestions and voiced their concerns. 
The survey along with the DACUM provided the blueprint for how this new class 
would be structured and incorporated within the Fire Science program. Follow-up 
telephone conversations with the designated fire department intern advisors will also be 
conducted in order to ascertain how, if at all, the implementation of this internship class is 
affected the participating fire departments. 
After the completion and analysis of the survey, the researcher was able to develop 
a class adapted to the Fire Science program. In addition, the class will meet the needs of 
the Milwaukee County Fire Departments who are the school's customers, in that they could 
potentially hire an MATC Fire Science graduate. 
Curriculum Development 
The first element of the DACUM process, a needs assessment, was presented in 
Chapter two and three. The DACUM process continued with data-gathering fiom experts. 
Chapter four details the meetings of Chiefs fiom the Milwaukee County Fire Departments 
represented by the data-gathering, which led to the "Fire Intern Program Survey" and its 
results in the development of the curriculum. 
In the early stages of curriculum development for any class, MATC requires the 
utilization of the Wisconsin Instructional Design System (WIDS) as a template. This 
WIDS format structures the course by requiring an instructor to list specifically the 
outcomes expected from the course. The WIDS is formally completed by MATC 
administration after they have received the "Course Outcome Summary" (COS) developed 
by the instructor of the class. (Appendix H) 
The researcher formally presents the "Course Outcome Summary" to the Fire 
Science Advisory Board. The "Course Outcome Summary" states the conditions and the 
criteria for all the crucial areas of the Internship class and details what is expecting of the 
intern during the semester. The conditions and criteria for the Fire Internship are: 
A detailed description of the class 
Competencies and Performance Standards 
Explains the Fire Service' Obligation Regarding Confidentiality 
Apply Effective Communication Skills Throughout Intern Experience 
Demonstrates Effective Career Development Skills 
Demonstrates Adaptability to Department 
Demonstrates Appropriate Work Habits 
Demonstrates Appropriate Fire Service Character Attributes 
Demonstrates Specific Appropriate Fire Service Skills 
The implementation of the class could move forward after all the proper approvals 
were received from the MATC Protective Services Associate Dean and the MATC Fire 
Science Advisory Board. 
Before the class can actually be designated as an official MATC class, the Board 
requests the instructor set up the class completing the form titled, "MATC Core Abilities." 
(Appendix I) In this report the researcher details all the requirements that the MATC 
student will have to meet to successfully pass the intern class. 
After this final process has been completed, the class is ready for enrollment and is 
listed in the MATC Course Catalog. 
The class was formally offered to students for enrollment in the Fall Semester of 
2003. The first semester of 2003 included three interns who were assigned to Wauwatosa, 
Cudahy and Franklin Fire Departments. The entire outline of the semester, the intern's 
responsibilities and the Fire Department Obligations are listed in a formal packet to the 
student and the Fire Department, entitled "Fire Service Intern Class - A Community Based 
Learning Experience." (Appendix J) 
Listed below is a brief outline of the semester: 
Semester Begins 
Individual intern meets with MATC Fire Intern Coordinator. 
Meet once per week for two weeks, and reviews any questions regarding the 
"Course Outcome Summary." 
MATC Coordinator contacts City Fire Department Intern Coordinator 
Introduce the Coordinator to the Fire Service Intern and department 
45 
orientation begins. 
Meets with the Shift Supervisor (who may or may not be the Intern Advisor 
- his mentor). They will coordinate the Intern's schedule and outline 
responsibilities and expectations of the individual Fire Department. 
MATC Coordinator visits intern and Fire Department Coordinator regularly 
Mid term report given to MATC Fire Intern Coordinator 
The intern finishes the semester and is formally given a report entitled, "MATC 
Studenthtern Evaluation Form" completed by his Fire Department Advisor. A 
letter grade is given to the studentlintern based on the information provided. 
The student receives in the packet a form to provide feedback to the 
participating Fire Department. 
Each semester the "Course Outcome Summary" is reviewed and updated based on the 
feedback received from both the interns and the participating City Fire Departments. 
CHAPTER 5 
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
Introduction 
The researcher's analysis indicated that the majority of students have limited or no 
exposure to the actual fire department structure and its' daily functions. Researching the 
concept of mentoring, the researcher sought to apply the mentoring concept in the 
development of an internship program. This unique type of mentoring experience filled a 
definite void in MATC's Fire Science curriculum. 
This study will address those questions and concerns through the development of a 
mentoring program that will provide a tool to assist a fire department in the transition of a 
new fire service recruit into the organizational structure. It will also provide direction for 
company oficers and senior firefighters that act as mentors, and also for the new recruit. 
Statement of the Problem 
The research showed that there were no formal, organized mentoring programs 
currently existing in any of the twelve Fire Departments within Milwaukee County. 
Program variations such as cadet and explorer type programs do exist, however, they vary 
in content and application fiom department to department. These programs have little 
similarities and are not tied to the requirements of an educational institution. 
At the present time, the MATC Fire Science program does not have any curriculum 
for the students that allows them to be mentored in their career choice through participating 
in an internship with a fire department. The purpose of this study was to research the 
concept of mentoring and apply it to an internship class in the Fire Science program at 
Milwaukee Area Technical College. This class would allow students currently enrolled, or 
those that have completed the degree work and meet the prerequisites, the opportunity to 
apply in an actual workplace setting what they have only been able to theorize in the 
classroom. 
The purpose of the study is to create an organized mentoring program into 
the Milwaukee County fire department system. It is the researcher's goal to organize this 
program to best meet the needs of the MATC student interns and the Milwaukee County 
Fire Departments. Subsequently, this mentoring program will be formally organized and 
constructed as an internship class "Fire Internship" and offered to the students enrolled in 
the Fire Science Associate Degree Program at MATC. The new class curriculum will be 
offered as a three-credit elective and cover the course of one semester. 
Summary of Study Procedures 
Population 
For the purpose of this study; the population is defined as: (1) MATC Fire Science 
students currently enrolled; approximately 104 to 120 full-time equivalent students. In 
order to take the intern class, currently enrolled MATC Fire Science students had to 
comply with the prerequisites of the class. (2) The MATC Fire Science Advisory Board 
including the Associate Dean of Protective Services and the researcher's direct supervisor. 
(3) The third group consists of the Milwaukee County Departments that deal directly with 
MATC in the various areas of the Fire Service program. There are twelve separate 
Milwaukee County Fire Departments that could potentially participate in an intern class, 
accepting any number of interns. This group of individuals would have to commit to 
assigning one member of their department to coordinate the internship class within their 
respective departments, mentor the designated student and provide regular communication 
with the "MATC Intern Program coordinator." The researcher requested specifically that 
this representative be either the chief, the department training officer or the person who 
will be the department's coordinator of the internship class and to whom the student will 
report directly to while interning, his or her mentor. 
Instrumentation 
The DACUM process was used by the researcher as the main data-gathering tool. 
The researcher met with Fire Department experts to gather information about the creation 
of the program. After meeting with Department representatives, the researcher created a 
survey titled "Fire Intern Program Survey." 
The survey consisted of five questions which basically wanted to know the interest 
and level of their participation. If they did participate, how many interns would be 
mentored. Ten of twelve surveys were returned with six Departments stating that they 
would be interested in having an intern. 
The survey proved to be an effective tool in the development of the intern class. It 
gave the Fire Chiefs' sufficient time to investigate the new program and ask questions. 
Even though their answers on the survey were minimal, it opened up the lines-of- 
communication where they felt comfortable in contacting the researcher and offered 
suggestions and voiced their concerns. The survey, along with the DACUM, provided the 
blueprint for how this new class would be structured and incorporated within the Fire 
Science program. 
After the completion and analysis of the survey, the researcher was able to develop 
a class adapted to the Fire Science program. In addition, the class will meet the needs of 
the Milwaukee County Fire Departments who are the school's customers, in that they could 
potentially hire an MATC Fire Science graduate. 
Data gathered from the responses was used to meet the following objectives of this 
study: 
1. The purpose of the study is to create an organized mentoring program 
within the format of an internship class. 
2. It is the goal to structure this program for the twelve Milwaukee County fire 
chiefs. Subsequently, this mentoring program will be formally organized 
and constructed as an internship class "Fire Internship" and offered to the 
student in the Fire Science Associate Degree program at MATC. 
3. The new class in the curriculum will be offered as a three-credit elective and 
cover the course of one semester. 
Conclusions and Implications 
Milwaukee Area Technical College, as an educational institution in general and the 
Fire Science Program specifically, has an obligation to the students enrolled to provide the 
most comprehensive learning environment. Every effort should be made to provide the 
most up-to-date curriculum. While this is being done for the most part the absence of an 
opportunity to intern within the fue science program was a glaring omission. 
MATC admission record shows 43 percent of students identifying ethnicity are 
minorities. With 170 degree, diploma and certificate programs, plus 23 apprentice 
programs, MATC offers more career choices than any other state technical college. The 
Fire Science program continues to increase its enrollment but does not offer any intern or 
apprentice programs. The addition of an internship program within the Fire Science 
curriculum would fill this void. 
Recommendations 
The mentoring concept within an internship program is a proven method of 
reducing the learning curve for new employees. The same could be said for students. It 
should be MATC and the Fire Science's goal to equip the student to enter the job market 
with a more complete understanding of exactly what will be expected of them and exactly 
what the career entails. Many successll corporations and educational institutions employ 
internship programs and MATC was clearly lacking in this area. The internship class will 
provide an opportunity by providing a method through which the newly hired student could 
transition more effectively into the work environment. 
It is recommended that the MATC and the Milwaukee County Fire Departments 
continue to support and provide this opportunity for the students. As of the 2005 Spring 
semester nine Milwaukee County departments participated in the Internship class by 
offering to host an intern or number of interns for a semester. It was the goal of the 
researcher to increase the opportunity of the students to enrich their learning experience 
and to enhance their opportunity for employment within the fire service. This goal was 
accomplished through the addition of an internship class utilizing the concept of 
mentoring. Currently, each student now has the opportunity to apply the theories and 
lessons learned in the classroom to an actual workplace in their career choice. 
A secondary goal, to increase the level of involvement of potential employers, the 
Milwaukee County Fire Departments, was also accomplished. This was done by first 
receiving input from the fire departments as how to improve the fire science program 
utilizing an internship program and then acting upon their recommendations and 
integrating this new course within the existing program. Secondly, the level of 
participation has gone from zero involvement to 75% or 9 of the 12 potential fire 
departments participating and contributing to the practical education of potential 
employees. The researcher would consider going outside Milwaukee County but at this 
time, there is no demand for interns in these outlying areas. 
Another goal is to see a greater participation by the Fire Science students. It is not 
unusual for an elective class to begin with lower numbers, especially when it is an 
"unpaid" internship. However, students quickly have observed that their chances of 
becoming employed can greatly increase with a successful internship. One specific 
example: one student who was an intern at West Allis Fire Department for one semester 
had an extremely successful internship. When he began the internship, the Department was 
not hiring any new employees. Several months after he completed his internship, several 
openings developed and he was hired. His comment to the Fire Science coordinator was, 
"The internship was the golden nugget responsible for getting me hired." 
While everyone agrees that this is a valuable program, only nine students have 
registered and completed the intern class. A M e r  recommendation to increase 
enrollment would be to make the class a requirement. Fox Valley Technical College has 
an internship class that is not an elective, but required for two semesters. To justifl the 
internship as a required class, the researcher would have to return to the MATC Fire 
Science Advisory Board for their input and eventual approval. This might be difficult for a 
county as large as Milwaukee versus Fox Valley which is a smaller population. The 
coordination of such a program would require many advisors which may or may not make 
the class cost prohibitive. 
Conclusion 
"Being a mentor is a great responsibility. There have been candidates who have 
had the potential to become very productive fire department members but who were 
influenced inappropriately or taught incorrectly when candidates. All of us in the fire 
service have been taught; it is now our time to teach. We all have been instructed; now it 
is our time to instruct. We all have been led; now it is our time to lead. We all must 
assume an active role in passing on the traditions of the fire service by Making Every New 
Trainee Our Responsibility (M.E.N.T.O.R.)." (Piech, 2004) 
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Mentoring Made Easy: A Practical Guide 
Carlie Spencer, Updated by Kathy Tribe 
Employment Equity and Diversity, 
Public Employment Office, 
New South Wales Premier's Department 2004 
Level 17, Bligh House, 4-6 Bligh Street 
Sydney NS W 2000 
Mentoring Made Easy: A Practical Guide 
The Benefits of Mentoring Programs 
Structured mentoring programs provide a more transparent selection process to match 
mentors and mentees. They provide career development opportunities to employees that can be 
linked to meeting clear objectives for the agency, the mentee and mentor. They can offer the 
following benefits to mentees, mentors and agencies. 
BENEFITS TO THE MENTEE 
increased skills and knowledge 
increased potential for career mobility and promotion 
improved understanding of their roles in the organization 
insights into the culture and unwritten rules of the organization 
a supportive environment in which successes and failures can be evaluated in a non- 
confkofltational manner 
a smoother transition through management levels 
a powem learning tool to q u i r e  competencies and professional experience 
potential for increased visibility 
networking opportunities 
development of professional skills and selfconfidence 
recognition and satisfaction 
empowerment 
encourages different perspectives and attitudes to one's work, and 
develops greater appreciation of the complexities of decision-making within the 
organizational framework. 
BENEFITS TO THE MENTOR 
opportunities to test new ideas 
enhanced knowledge of other areas of the agency 
renewed enthusiasm for their role as an experienced employee 
higher level recognition of their worth and skills through encouragement to take on a 
mentoring role 
challenging discussion with people who have fiesh perspectives and who are not 
already part of the organizational drinking 
raising awareness and responsiveness to EEO group issues in a non-threateningtnon- 
compulsory process 
satisfaction from contributing to the mentee's development 
opportunities to reflect upon and articulate their role 
cultural awareness - improved understanding of employment equity management 
principles 
develop deeper awareness of their own behavior 
improved inter-personal skills in counseling, listening, modeling, and leading, and 
improved ability to share experience and knowledge. 
BENEFITS TO THE AGENCY 
improved delivery of services through more informed and skilled staff 
application of knowledge gained from mentoring 
reduced recruitment and selection costs as a result of higher employee retention 
progress towards diversity and equal opportunity in the workplace 
improved communication between separate areas of the agency 
support networks for employees in times of organizational change 
managers with enhanced people management skills 
successful mentees often become mentors and better people managers 
promotes the concept of a learning environment where employees are encouraged to 
be developed 
more committed and productive staflF 
can contribute to succession planning, employment equity planning, and 
transmitting of cultural values and norms that can contribute to a change in workplace 
culture. 
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trusted advisors have been called "mentors." 
Mentors also were found in biblical times, when the apostle Paul 
took a young protege named Timothy, made him an apprentice, and 
guided and instructed him in church planting on his second mission- 
ary journey. When Timothy assumed his own leadership role, he 
faced many difficulties, conflicts, and trials. Paul's advice went from 
the very practical fatherly advice on being aware of other teachers to 
the exhortation to watch his own motives. Paul continued to guide, 
instruct, and-most importantly+ncourage Timothy through some, 
very personal letters contained in the Bible. 
.;;: :NO. you haven't picked up the wrong magazine. This is not meant 
fu ta an historical or a concordance work on being or becoming a 
mentor. Rather, it is about the important role that we who are cur- 
rently in the fire service have in passing on accepted traditions, val- 
ues, and work ethics. As the son of a 36-year fire service veteran, 1 
had the good formne to be "raised in the firehouse way." My friends 
and I would often visit the firehouse where my father was assigned 
and saw firsthand the camaraderie, training, and good-natured rib- 
bing that took place. Later, at home, I listened to fusthand accounts 
, 
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ment from the University of Wisconsin-Stout. 
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of experiences at the scene of an alarm where the lessons learned at 
the academy and trained on in the fire station were reinforced. AU of 
this left an indelible mark that I later transferred to my own 26-year 
career. 
Now, as a fue service instructor, 1 have the responsibility and 
opportunity to pass those, and my own, experiences on to impres- 
sionable students desiring to be firefighters. I can see the "dream in 
their eye" and hear "the hope in their voice" that they too will be 
able to join the ranks of the fire service some day. I also hear on a 
weekly basis about fellow instructors who take students under their 
guidance and invite them to lunch in the fuehouse or go the extra 
mile to tutor them in the pursuit of their dream job--being a fire- 
fighter. 
You do not have to be a formal instructor or come from a fire serv- 
ice family to be a mentor. In fact, all who are in the fire service have 
an obligation to guide and instruct. Regardless of whether you are a 
one-year, 10-year, or 30-year veteran and whether you were consid- 
ered a "probie:' "cub:' "hooter," or just "the new person:' we all 
have one thing in common-we had to s tm sometime. Hopefully 
that "start" was productive and beneficial in getting you off on the 
right track. 
Most fire department training programs do an excellent job of ori- 
enting new recruits into the fire service. Regardless of the length or 
size of the training program, we all  experience %t&y jitters." 
The "butterflies in our stomach" and the unknown of entering a fire- 
house for the first time vary from individual to individual. Wd we 
get a call in the first minute or the first hour, or will we have to wait 
"forever" to go on that first run? Who will 1 he working with? What 
is expected of me? What if someone asks me to cook? These are 
some of the new recruit's very legitimate questions and concerns. 
This article will give some very real and practical guidelines for the 
organization, the company officer, the veteran firefighter, and the 
new recruit to follow to make the transition from the academy to the 
firehouse educational yet enjoyable. It is also a time for the organi- 
zation to show the value it places on having a productive, yet caring, 
workforce. 
ROLES OF THE OR6ANIUTION 
The organization, regardless of size or whether career or volun- 
teer, has a vested interest in making new recruits productive, con- 
tributing employees. The organization's role is twofold: First, it 
must let recruits know that during mining and once in the field, all 
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The Safest Way to Light a Fire. 
Or Any Other Emergency. 
M Will-Burt we know skilled 
resafers can't cornpromire time 
or safety. That's why, for over 20 
years, we've been committed to 
developing advanced revw lighting 
virmally u n p a r a W  in the industry. 
It's also the rhaPon NiM Scan light 
towers are the first moice for 
emergenq lighting year aRer year. 
Able to re& heights up to 42 ft 
Night Scan models deploy quickly, 
provide uniform ~lluminativn of 
up to 9,080 wattr and are operated 
by remote conml. Nlght Scan 
roof-mounted and Plight Sean 
V W  liitowerrbohofferDual 
TiL m i o n  - the ability to iim two 
dbrectiom at  once. 
Clear vis(on in tWO dktions.  
It's me  way we help you ~ompkte  
skilled resws And how we 
continue tofoam on both safety 
and innovetion. 
. ~ 
%m&t has cot done so already, a stun- 
' dardized plan (standard o & t i o g t i o ~ u r e ,  
i or SOP) on exactly what to teach. Notice I 
did not sny how to tcach. Tcacbing styles 
r l  .will vary among the individual offi&. but a 
JI spec50 outline will bevcry ten&cial and 
I ,  pmvide a h m e w o ~ k  and smcwe to what is 
. . being taught and to ensure that all candidates 
bsvethe same basics reinforced The lessons 
J learned inthe academy can now be built on 
:and ,expanded.in thc field. Because of the 
!i ,. variety of assignmenmavailable, it would be 
r SOPS. ?his will allow company officers 
ri ,'mm-ifisnetion in what:& being taught if a 
.-addteased with new',candidatcs in tarns of 
Visit - witlburt .corn ' I  
'ww 
I to Learn molfe. 
W I L L - B U R T  
Is0 9001:2!300 
Employee Owned 
The WlCBurt Commw 
I69 Sauth Main street Omille, Ohio 44667. 
Ph: 330.682.7015 Far 330.684.1190 www.willburtcom 
i 2. , ROLES If REUOMMVORlEW is As a.company officer, you dream of the 
r:  day when you receive your first new candi- 
'I dates, fnsh out of recruit school. In that 
. , : dream, you win the "caodidatelonery? Your 
i 1. candidates wen at thetopof the elm aca- 
I demically and physically. They are loaded 
I withtwmmon sense, come.from;a long h e  
I. of fire-smice:profcssionals, and h o w  just 
J whatto wrpect anddo-oncein the field. Your 
1 candidates are bringing everything you 
,.. -would want as a company officer into your 
il icompany. 'Xello. wmpany offiocr, this is 
.. the front desk Wing. It is time to wake up." 
If that has been your experience, consider 
yourself fortunate. Most candidates are 
going to require some assimilation into the 
workplace. The reality is, they may be nei- 
thw the brightest nor the dimmest bulbs in 
the box. Historically, the amounr, typ, and 
lengtb of the assimilation will vary from 
. . , ,.. __..... ,=..-., , , . .. . . . . , , . . . . . . . . candidate to candidate. 
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TAKE AN IMPORTANT STEP BEFORE 
YOUR CANDIDATES ARRIVE: 
REFLECT ON THE POSITIVES 
AND NEGATIVES OF YOUR FIRST 
DAYS IN THE FIREHOUSE. 
a period of adjustment into  the^ 
rbythm a& mutine of the crcw in : 
all a s p ,  whether on an EMS 
M t h  call or simply in the com- 
pany's day-tc-day activities. 
Prepare your anv members by 
reiterating your expectations of ; responsibility to see that the candi- . 
them in nfemm. to the candi- dates sudceed. The candidgfe$ 
dates and what you see as the must have the time and the tools 
, &dj@tesS mponsibilities. Some officas like assign the candi- necessary to do that. Mowing the candidates time to digest all that ir 
.;& dates m senior firefighters; others pmfa to have the entire crew being pught is v q  imponant. Often a new sldll or respmihility is &Yy- 
a%ume responsibility for the candidam. Given the team aspect of added Wore the candidates have had the o p p d f y  to fully j:! 
&fighting, most leaden prefer to have every person contributing to ciate all that has alnady been taught or fully nalire thoir duties. It is ' ; 
tbe overall goals of the company. Eithcr way, W e  your expcta- a mistake lo assume that just because a lesson has been taught that it 
tims cl&to the CI&V befoxe the candidates arrive. has been learned. ~didutesgiven too mu& too fast couldeasily f ~ e l  
once your candidates arrive, it is very important to make yourself that the last lemon given was one more flak in the avalanche of lek 
available to &elcome them. Invite them into your office, introduce sons to be learned. Mosf depmwnts allow a period of pmbatkm for 
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very well influence the candidates' entire 
career. 
lust as the company officer should pre- 
pare before the arrival of thq  g i te  so 
should the company men$%: . . i :!< 
their first days in the firehouS(! 
what wentright, what went w 
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they would do differently-wlia1couId~hay~ 
. . 
8 -  ,' 
FireEngineering.com ..:$&: i&&.: 
. . 
For More Facts Clrele 155 on Reply Card 
'2 RE EIEINEEIINE July 2004 9 

sion-they might assum that they are already m i d e r e d  m e m b  
must k addressed by the company offica. 
B ~ L E  w rm NW pcnums 
Since this is an article on mentors, you may flnd it odd 
mention the new mruits. What exactly is the d e  of the ; 
recruits? The role is far h m  passive. They are obviously a key'?! 
ingredlem, because without them, there would be no one to mentor! 
They are active pdcipants  in the sense that they are the &en the rest of 
"receivers" of the information supplied by thE mentor. They should, year. They must 
without a doubt, show interest, ask questions when and where ;:.' 
appropriate, volunteer for as&pments, and absorb liken sponge all *. 
the material given. 
It is helpful for the recruits to keep journals to record all the infor- Being a have been &dates 
mation presented. Whenever a quiet moment arises, they should jot who have had thepotenIial to become vesypr0auctive fire department 
dawn the highlights ofthe day and any lessons learned. They should memben but who wen: influenced inappropriately or tsoght incor- 
note the responses for that day, who they were working with. and rec* when candi6ales. If oneis bot &&y in place, suut in your 
any unusual experiences. If there wore any variations-from what was deparvnent a pmgm 'to mwmt ri& emplny.5es mi uni existing 
taught at the adadmy and whatoceumd outin the field, th6y should members in Wing a mentor. All of us in the fire sew& pave been 
-: '- disclrss this with thei'r company officer. It is also impcrativethnt the pughc it is iibw ourlime fo teach. We all have been ins!n~~f*it ? 
.' mruis"pace" (hsiPaSMation inti the M o u s e  routine. y e  d l  is our time to instruct. Weall have been Ied: now it is &timeh 
:! have '(fond" memo&i of recruits, fresh out of the academy, who We dl must assume an active rok in passing on the k i d i s  0th 
acted on aaduating as t h w l  they had also received their 25-year I% service by Making Even New Trainee Ow Resimsibility! W 
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M A X  EIRE SCIENCE STUDENTS 
FALL 2003 INTERNSHIP 
MATC Fire Science Bulletin Board Postiag 
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MATC FIRE SCIENCE STUDENTS 
m 
The Fire Science program at MATC will start an Internship program (as 
a 3-credit elective) with six (6) local fire departments (Cudahy, 
Franklin, Greenfield, Oak Creek, Wauwatosa, and West Allis. 
In order to facilitate the start of this new program, a list of potential 
students must meet the following minimum requirements: 
Be a 3d or 4* semester student cuarently enrolled in the 
Fire Science progrem 
P Have a G.P.A. (grade point average) of 2.5 or higher 
C1 Be a state licensed Fire Fighter I (FF I) 
0 Be a state licemed Emergency Medical Technician 
If you meet these requirements, you must be willing to pay for a medical 
examination, complete a physical perfimnance test and are able to work 
at an assigned Fire Department on their regular work schedule. 
CI Your Name, dctress, phone number 
the Fire Dqmtmmt(s) listed above.* 
----- ~ i - - t e 5 i t  i%iditen-Bnt.- 
HowwerD all efforts will be made to accommodate your 
preferoacc Lists. All oases of duplicate choices wiU be 
essigned by the Fire Science staff). 
P Decisions on assignment will be made by: 1) the date of 
submissi~n l\n4 2)certifications held by applicant. 
Dafad 4-15-2003 
- - -%. ,-, > .  .?- -, 
_- .-. rS 
Pi Intem Prognrm S m e y  
(Completed by 12 Milwaukee Couaty Fire Depsrtments) 
,. , -  
. ,- 
\-.. 
. <, 
, '?= i.. . 
~ h T e c h n i o a l C 0 ~  
h i a t e  Degree in Fire Science 
- 
Fin Intern Procram Snrvey 
1. Dept 
Chief: 
Addles 
Phone: 
E-Mail: 
Is y o u r ~ ~ i n p m t i c i p a t j n g i n a u i n t e m ~ ~ 8 s  
fulfillment of an Assod& Degree in Fire Science? 
Yes No 
3. Pleaw list a contact pmm, Training OfIkezfChief, who will be reqxmii 
for your 61re departmead's tmhing p p m .  
Name: 
Phone: 
Email: 
4. W h a t r e q ~ d y o u ~ ~ t o p o s s e s s p r i o r t o b e e i i n n i n g  
intemship with yom tie.: Ffl, FPII, EMT, GPA, etc.) 
(Attach a sleparate sheet ifmxsuy) 
*Any questions/- sat b&d, please feel lire to call: Jim Piech: 5714533. 
T h a n k y o u i n ~ f o r y o u r ~  b t m m @ ~ h W ~  
student Internship Proposal 
~ t o M A T C F i r e S c i ~ A m ? s o r y B o a r d )  
To: MATC Fire Science A M w y  Bpord 
Re: Student Internship Propocrrrl. Fire Science Arwoc. Degree pqram 
Milwaukee Area Technical College 
Fire Science Program 
Student Internship Proposal 
The integration of a viable student internship program into the fire science cwriarlum at 
M.A.T.C. is an important objective for the program. 
The rewards to be realized are many, both forthe students involved and for the continued 
v iab i l i i o f t he f i resc ience~ .  Firstandfommostfortheskdents.bvwovidiman 
. - .  
opporthi to interface the' i h a l  skills provided in the classroom setting wM~-the 
coanitive ski& reauired to function eRdentlv in an actual fire sewice settins. Seooldhr, 
G a s  educatm'can provide the h i - l e w l  of training possible to wr stud& 
(dm) simply by fadwing this opporhnity. 
Other competing institutions such as Waukeshe County, M a d i i  Area. Fox Valley, and 
Gateway Techniil Cdkges ~IIWCIY have this type of progm in placb fortheir studenb. 
Our exdoratow meetinas with area fire service offrdak have greatly encouraged ow 
effortsto~iihisprog&n. ~hevastmajoMyofdeparbnentsc&&dhave& 
great interest in the concept of intern for their departments, further illustrating the need 
kr this program.  any deparbnent leaders expmsed that the quality of grad* awkl 
be enhanced with this exposure to achral wollcing conditions. 
Unlike outlvina areas that have volunteer fire service omortunitiss for students as well as . - 
internship programs, the greater Milrmukee metm 'area is pmteoted by full time 
departments that do not have volunteer opportunities for mmunity membars oraudents. 
By worldng with local depierbm#lt W r s ,  studmts and the architects of the mxemful 
Fox Valley (Oshkosh Area Technical College) internship program, we believe that by 
providing this oppoltunii to our sbdmts and bGal fim dapartments we have Winad 
what will soon be the premier fire aervice educational opportunity in the state of 
Wisconsin. 
James D. Piech, Coordinator Fire Science Ptogram, MATC 
7-30-2003 
DACUM Fmcew Outhe for the. Creation and Cunicolum for the 
Mernship Cless at Milwaukee. Area T e ~ h i c d  College 
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DACUM Process Oldline for the C d o n  and curridurn fm the 
Internship Class at Mil& Area Technical College 
Duty: Conduct a Hamla -I
Tmb: Determine need among MATC Administration 
Determiaeneed~m0ngMATCFireSoienteeStudents 
Determine need among Milwaukee County Fire Chiefs 
D.tp- 
Define /Analyze different meataring concepts and formats 
Dehe /Analyze Rograms within WI Technical College System 
Define /Analyze Rognuas in the U.S. 
Gatherinf~on116Wnstudentfocusen,w 
- .  
Gather infomation ihm chief survey 
con ' i c td~  Development 
Define MATC guidelines as establish by -on 
Define c h  description and prerequisites 
Define miuimum time frame for hbming 
I ~ i D t e r n ~ i e s  
I d e n t i f y m u p e t e m i e s a n d p e r f o ~ ~  
kfilwaukee Area Techuical College 
Course Outcome Summary (COS) 
Fire Iatemshp 
Milwaukee Area Technical College 
Course Outcome Summary 
Fire Internship 
Course Number Fire - 104 
Credits 3 
Developer James D. Piech 
Date Developed 0713 0103 
Revision Date 06130105 
Description 
This class provides the student with an opportunity to experience a period of learning and insight 
into an actual fire department's organization and procedures. Students are assigned to a local fire 
department where they can witness and participate in firefighting and EMS techniques in real life 
situations. The student can build on the skills and knowledge that they learned in the classroom 
while performing the same duties as a "working member'' of that department. 
Competencies and Performance Standards 
1. Explain Difference Between Student in the Classroom and Student as an Intern 
Conditions - Competence will be denwnstrated: 
Orally during question and answer time by instructor and students 
Criteria - Performance will be satisfadry when: 
Learner understands role and expectations of an intern 
Learner performs satisfactorily as an intern 
2. Explain the Fire Services' Obligation Regarding Confidentiality 
Conditions - Competence will be denwnstraied: 
Orally during question and answer time by instructor and students 
Criteria -Performance will be satisfactory when: 
Learner knows Health Insurance Portability andAccountability Act 
(uHIPAA ") 
Learner understands the importance of patient conJdentiality and Protected 
Health Information ("PHIVi th in  the fire service 
3. Apply Effective Communication SkiUs Throughout Intern Experience 
Conditions - Competence will be denwnstrated when: 
Through application throughout intern experience 
Criteria - Performance will be satisfactory when: 
Intern uses eflective oral communication skiIIs 
Intern uses eflective written communication skiIIs 
Intern demonstrates eflective listening skiIIs 
4. Demonstrate Effective Career Development Skills 
Conditio~zs - Competence will be denzonstrated wlren: 
Through application throughout intern experience 
Criteria - Performa~rce will be satisfactory wlzen: 
Learner displays a self-motivated approach to work 
Learner demonstrates the ability to set appropriate priorities/goals 
Learner is prompt in completing work assignments 
5. Demonstrate Adaptability to Department 
Corzditions - Competence will be denzonstrated wlzen: 
Through application throughout intern experience 
Criteria - Perfor~nance will be satisfactory when: 
Learner seeks to understand & support the organization's 
mission/goals 
Learner understands the expectations of the department 
Learner understands and respects department chain of command 
6. Demonstrates Appropriate Work Habits 
Conditions - Co~npetence will be de~~ronstrated when: 
Through application throughout intern experience 
Criteria - Perfor~~zance will be satisfactory when: 
Learner demonstrates punctuality in reporting to work 
Learner demonstrates willingness to accept new ideas and procedures 
Learner demonstrates promptness in completing assigned task@) 
Learner accepts and demonstrates department grooming standards 
7. Demonstrate Appropriate Fire Service Character Attributes 
Corzditiorzs - Conrpete~zce will be denzorrstrated wlzen: 
Through application throughout intern experience 
Criteria - Perfor~nance will be satisfactory wlzen: 
Learner brings a sense of values and integrity to the fire sewice 
Learner behaves in an ethical manner 
Learner appreciates perspectives of people of' different background 
8. Demonstrate Specific Appropriate Fire Service Skills 
Conditions - Conzpetence will be demonstrated when: 
Through application throughout intern e~peri~ence 
Criteria - Perfor~~za~rce will be satisfactory wlzen: 
Learner demonstrates physical condition appropriate for career 
Learner understands and follows safety guidelines 
Learner works well in stressful situations 
Learner acts professionally to fulfill job duties 
Appendix I 
Milwaukee Area Technical College 
"MATC Core Abilities" form 
(Presented to the Associate Dean of Protective Services for class implementation) 
MATC Core Abilities 
The Core Abilities are skills that allow students to continually adapt and learn. They have been called "employability skills." 
soft skills. and professional attributes. You may not be tested for all of the Core Abilities directly, but you will demonstrate or 
apply them to complete lessons or to improve skills. The Core Abilities and indicators are listed below, and the ones you will 
be focusing on in this course are checked. 
Applies to 
Core Ability Course ( 0 )  
1 Communicate Effectively 
- - 
a. Use effective oral communication skills 
b. Use effective written communication skills 
c. Apply standard rules of language structure, including grammar and spelling 
d. Listen actively to others 
1 e. Derive meaning from text I * 1 
f. Communicate in a bias-free manner 
g. Support viewpoints with evidence 
1 Collaborate with Others 1 1 
1 a. Demonstrate respect in relating to people * 
b. Cooperate and resolve conflicts effectively 
c. Participate in shared problem solving 
1 Respect Diversity 1 1 
a. Acknowledge personal prejudices and biases 
b. Appreciate perspectives of people outside own background/culture 
c. Work collaboratively with persons from other backgrounds/cultures 
d. Demonstrate sensitivity to global issues 
Demonstrate Responsibility 
) a. Attend classes as scheduled * 
I b. Turn in quality work * 
c. Adhere to safety rules and regulations 
d. Act professionally to fulfill job duties within chosen field 
e. Demonstrate flexibility and self-directedness in learning 
f. Acknowledge a responsibility to the global community (cultural, economic, 
environmental, political) 
g. Practice environmental sensitivity in profession 
I Think Critically 
a. Differentiate between fact and fiction 
b. Consider other viewpoints and perspectives 
c. Present logical arguments 
d. Evaluate sources of information to solve problems 
Utilize Technology 
a. Use technology to communicate 
b. Solve problems using technology 
c. Use appropriate technology to manage information 
d. Recognize the impacts of technology 
Appendix J 
Milwaukee Area Technical College 
"Fire Service Intern Class - A Community Based Learning Experience" 
Semester Enrollment Packet 
Presented to Fire Departments and the Fire Science students iinterns 
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Fire Science Internship Class 
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Fire Science Internship Class 
Qualification/Notification Checklist 
I velify that - has met the 
following guidelines to participate in the Fire Science intern 
course: 
State of Wisconsin FFI Certification 
State of Wisconsin licensed EMT 
- 
Current/Past Fire Science student - 
State of Wisconsin Drivers License - 
Current CPAT (within 12 months) - 
Medical Clearance Form 
Current Immunizations 
Background Check 
Two Week Orientation 
Student Signature MATC Advisor Signature 
Milwaukee Area Technical College 
Internship Program 
Objectives: 
1. To allow the studentlintern a way to experience the day to day operations of 
a career or semi-career fire department. 
2. To allow the studentlintern the opportunity to apply the knowledge and skills 
that the;- have learned in the classroom. 
3. To allow the studentlintern the opportunity to witness and participate in 
firefighting and EMS techniques in real life situations and to build on the 
skills and knowledge that they already possess. 
4. To improve on the quality and broaden the experience level of possible future 
fire department employees. 
Milwaukee Area Technical College 
Internship Program 
Qualifications: 
The studentlintern will be placed in the program by the head of the: Protective 
Services Division from MATC or another qualified person. The student must meet 
all of the following conditions in order to participate in the program. 
The student must currently be in the Fire Science Associate Degree 
Program at MATC or a graduate of that program and meet the 
established prerequisites. In the event that there are more applicants than 
positions available, priority will be given to current students. 
The student will be State of Wisconsin Firefighter Level I certified. 
As a minimum, the student must be a State of Wisconsin licensed EMT. 
The student must be able to provide proof of having passed a CPAT 
within 12 months prior to the start of the class. 
Due to the dangerous environments and the physical demands put on a 
firefighterlintern, the student must provide a medical clearance form 
from an Occupational Medicine Specialist (M.D.). The cost of this exam 
will be at the student's expense and be submitted to MA'TC prior to 
interning. 
The first and second weeks of the semester will be an orientation period. 
The student must attend both sessions conducted by the partkip sting fire 
department and MATC facility prior to the first assigned starting date. 
Due to the probability of being involved with sick andlor injured 
patient(s), the student must be current, or obtain at their expense, the 
following immunizations and provide documentations to MATC and the 
participating Departments: 
A. Hepatitis B (minimum 1'' shot by start date) 
B. Mantoux Tuberculin Skin Test 
C. Hipaa program briefing (Done during orientation) 
The student must supply the college with a criminal background check 
from the state. The cost of this check will be at the student's expense and 
be submitted to MATC prior to interning. 
Milwaukee Area Technical College 
Internship Program 
Guidelines: 
1. The studentlintern will be an additional person and is not to be used to 
replace firefighters either full or part time. Nor will they infringe upon 
the rights and benefits of the fire fighters. 
2. Each student will be ;valuated by the participating fire Chief and lor 
other designated personnel of the fire department. The e:valuation will 
consist of a bi-semester report of the student's progress to the MATC 
Intern Advisor who will then submit this grade to the college. 
3. The student will work the assigned work schedule designated by MATC 
and of the department to which they are assigned. Credit hours will be a 
minimum of 16 hours plweek up to a maximum of 24 hours plweek. The 
total number of hours for the semester must equal or exceed 230 hours. 
Twelve of these hours must conform to the duty day of the participating 
department. Two full 24 hour shifts will be assigned to the studentlintern 
at the end of the each semester. Periods of interning will be governed by 
the school calendar. (i.e.: if school is not in session there will be no 
opportunity to intern) 
4. Because of the high amount of students that have to work to support 
themselves the student will be given the option of w o r k i ~ ~ g  Saturday 
shifts. The student must decide and coordinate this and all shifts with 
their department coordinator while complying with the 
minimum/maximum number of hours. 
5 .  The student is expected to be in quarters and check in with their 
respective officer or firefighter in charge at the start of each shift. 
6. The student is not given any sick time or any other time off and is 
expected to be ready for duty every assigned day. If it arises that the 
student is unable to make it into work the student is responsible to inform 
their officer. 
7. The student allowed to leave the station for class time at MATC. The 
student must return to the station immediately after con~pletion of class. 
A copy of the student's school schedule must be provided to the 
department coordinator at the beginning of the semester. 
8. The student will work under the direction of the Fire Ch~ief and other 
departmental officers. The student will also be under the direction of 
MATC's intern advisor. 
Guidelines Continued 
9. The student will perform all firefighting and emergency medical skills as 
required by the participating fire department. 
10. The student will attend all training sessions assigned to their company 
while on duty. The only exception to this will be when the student has 
scheduled class time at MATC. 
1 I. The student will abide by fl rules, regulations and proce:dures as 
established by MATC and the participating fire department including 
dress and grooming regulations. 
12. A student may be allowed to participate in a second semester as an intern 
if availability arises. However, participation and priority in the intern 
course will be given to new students. 
13. Accidental insurance for the studentlintern is covered bbr MATC up to 
$7500, anything beyond that is the studentlinterns responsibilitv. 
* I have read, understand and agree to the guidelines established in 
order to participate in the MATC Internship Class. 
Student Signature Date 
Milwaukee Area Technical College 
Internship Program 
Dismissal Policy: 
Any student who is in violation of the rules, regulations, and stated procedures or, in 
the fire chiefs opinion, does not meet department standards, will ble dropped from 
the program which will result in a failing grade from the college. 
I have read and understand this agreement. 
StudentIIntern 
Program Termination 
Date 
The participating fire chief has the option to terminate participating in the intern 
program if it is deemed to be in the best interest of the fire department. This will in 
no way reflect on the student or their grade and every effort will be; made to place 
the student with another department. 
Date 
HIPAA PRIVACY RULE TRAINJNC.FOR RIDE ALONG 
STUDENTS 
AS ;,student in alclinical training program at.the Mil~aukee~Area Technical College, you ard 
requirkd to learn about the health information privacy requirements ("Privacy Rule") of a fedeial 
'law called HIPAA,(Health Insurance ~ o f t a b i l i t ~  and Acco~i$ability Act). The purpose of ~ \ i ~  
Jaocument is to summarize relevant M.A.T.C. policies dealing Gth  protecting patient's health 
I S  
'information. 
PROTECTED HEALTH INFORMATION 
The pdvacy qIIe defmes how health care providers, staff in hoalth care settings and -dents in 
,-Jihib] training programs can access, use, disdlose, and mhitiqtain confidential patient information 
c;llgd "Protected Health Information" ("PHI"). PHI includes mitten, spoken, and .electronic 
infomation. P I q  means any information that identifies a patient, including demographic, 
I fimcial, and medical, that is created by a health care provider or health plan that relates to the 
past, present, or f%ture condition, treatment, or payment of the indi~dual.  The Privacy Rule very 
bn>adly defines "identifiers" to include not only patient name, address, and social security 
number, but also, for example, fax numbers, email addresses, vehicle identifiers, m ' s ,  
phoiographs and voices or images on tapes or e1,ectronic media. When in doubt, you should 
assume that any individual health information is,protected under HIPAA. The following 
ljsts ways in which you are permitted and prohibited from accessing, using, and disclosing PHI 
dhile on clinical rotation at UWHC. 
1. Using and disclosing PHI for training Purposes Only 
As a student in a clinical training program, you are permitted to access, use and disclose PHI only 
as 'is minimally necessary to meet your clinical training needs (you are only accessing, using, or 
disclosi~g, the minimum amount of information needed for your training purposes). You are not 
permitted to disclose PHI to anyone outside of M.A.T.C. or your training program, without first 
obtaining written patient authorization or de-identifyrng the PHI. This means that you may not 
discuss or, present identifiable patient information with or  to anyone, including classmates 
or faculty, who are not part of your training, unless you first obtain written authorization 
from the patient. Therefore, it is strongly recommended that whenever possible, you de-identify 
PHI (discussed below) before presenting any patient information outside M.A..T.C. If you are 
unable to de-identify such information, you must discuss your need for identifiable information 
with the faculty member supervising your training and the HTPAA Privacy Officer at your 
training site, to determine the appropriate procedures for obtaining patient authorization for your 
use and disclosure of PHI. 
2. De-identified Information 
In order for PHI to be considered de-identified, all of the following identifiers of the patient or of 
relatives, employers, or household members of the patient, must be removed: 
97 
. . 
a. ~ d e ;  , 
b. . Geographic subdivisions smaller thin a state (i.e., county, town, or city,!kreet 
ad ess, and zip kode)(note: in some cases;the 'initial three digits of a zip cbde e . . I , . 
8. may be used); 
c. All elhments of dates (except, for dates directly related to an indi~dual  
' (including birih date, admission date, discharge date, date o~f death; all '&ts I '  over , . 
a 89 and' dates ihdicative of age over 89) ' 
d. Phone.numbers; 
e. . ' Fax numbeis; - 
f. . ' E-mail addres'ses; 
g. . Social Security; 
h. . Mgdical lecord number; 
1. ' , .  I-k.alth I plan ,beneficiary s number; t 
j. Account nuinber; 
k. Certificatdllicense nbmber;' , . 
1. vehicle identifiers and serial numbers: 
m. ~ e v i k  identifiers and serial numbers; 
n. - W s  . , 
o. . Intemet,protocol addresses;. 
p- Biornetnc ideptifiers (eg., finierpxints); , ' q. . Full face photographic and any comparable images; . , 
Any other unique identifying number, characteristic, or code; and 
' 
r. 
s. An$ other information that could be used alone or in,combination'with other , , 
information to identify the'individual, such as a picture of a fake. , '  ' ' 
'3. Safeguarding PHI 
Below are common sense steps to take to protect PHI when using it, such as; 
If you'see a medical record in public view where patients or others can see it, 
cover the file; turn it' over, or find another way to protect it. 
When you talk about patients as part of your training, try to prevent others from 
overheqring your conversation. p e n e v e r  possible, hold coriversations about 
patients in ,private areas. ' 
When medical records are not in use, store them in offices, shelves or filing 
cabinets. I (  I .  . 
Remove patient documents from faxes or copiers as soon as you can. 
Make sure you throw away documents containing PHI in M.A.T.C. cohfidential 
bins for shredding. 
Never remove the patient's official medical record from the training site. 
Log out of electronic systems containing PHI when you finish using them. 
Avoid removing copies of PHI from the training site; if you must remove copies 
of PHI from the training site, e.g., to complete homework, take appropriate steps 
to safeguard the PHI outside the training site, and properly dispose of the PHI 
when you are done with it. You should not leave PHI out where your family 
members or others may see it. All copies of PHI should be shredded when they 
are no longer needed for your training purposes. 
4. Disclosure of PHI to family members or Friends Involved with Care af the Patient 
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Care,must be taken when discussing PHI in front of or with a family member or friend who is 
involved in. the caie of the patient. Generally ybu can asswne that the patient does not 06ject to 
you talkin6 about &em with such a person, however, if you have any reason to believe' that the 
' atient would object (discussing a ,"sensitivem diagnosis orl procedure and etc.) then you should 1p 1 
either ask the berson to step out of the room or ask the patient if it is okay to talk lo that person. ' 
Because of potential security risks, you are not permitted to e-mail PHI to anyone. 
I 
6. Requestq for Access to or Copies of Medical Records 
I *  
' m A A  grants patients the rights to access to and obtain copies of their medical recoib. 4 - However, please refer all such requ- to the patient's prima@ health sire provider (e.g., nurse) 
to ensure that proper procedures are followed. 
7. Requests for PHI by Law Enforcement 
, . I  
, 
Rcq:es& for PHI by i w  enforcement officers (e-g. polidc, she*@ must be. referred to the , 
natient's priqiary c&egiver (e.g. nurse) to ensure that the I;roper procedure are follobed. , 
Failure to follow policies governing access to, and use and,' disclosure of PHI will result in being 
denied access to M.A.T.C. Eacilities and clinical sites. 
I Failqre to follow policies governing access to,.and use and bisclosure of PHI may also result in 
, civ'il and criminal penalties under federal law. 
I 
If you have any questions or concerns regarding the information in this 
document, you may contact: 
65BS Souir; Hov?€.Il kvtnue 
Oak Creek. Wiscnnsir, 53154-i 1% 
v ~ ' ~ v i i ~ . m t ~ . ~ d i !  
- - 
Milwaukee ~ r e 8  Technical Collegs 
Jsmes D .  Piech 
:TC'r.:.-.:r 
,:,<,,Gu!;.'. 
n;s ? ~ : . n n o ~ o ~ .  
rfc$fi,t;;;!;c !ns'!!:;r!;-! ci:*k;cc.r 
ii<-571-4"'. , 
> *,,. .a , -9. ;<.,,. + :-.:.: :->:.:: 
'C(lNFIDENTIAL1TY AGREEMENT 
Milwaukee area Technical College provides learning experiences for health 
science students from outside our settings. These students have the opportunity to 
obsepe and participgte in the care of patients. Federal and state laws, 
accreditation standards, and professional ethks require that all health science 
nudents maintain1 the confidentiality afpatieh information to th t  greatest extent 
possible. The purpdse of this agreemdnt is to estqblish the following 
understanding between MATC and the Emergency Medical Technician student 
I 
regarding confidentiality of patient information. 
i undkrstaid that I am responsible for reading'and,underst?ndixqj the attached 
HIPAA training documend. Should I have, questio~s regarding the  content,"^ will 
consult with my EMS supervisor. 
I understand that dbring my participatidn in my clinical experience, I may come in 
contact with t h t  PHI of patients. PHI means my, iriformation that ide"tifies a 
patient, inCluding demographics, financial, a id  medical, that is created by a health 
care provider or health plan that relates to the past, present, or firture condition, 
treatment, 'or payment of the individual. 
I understand that PHI includes all patient identifiable information in any medium, 
including, but.notllimited to oral, wiitten, hard copy,'and electronic (whether . 
retrieved on screen or contained on a computer disk). 
I understand that PHI is to be held in a strict confidence and I agree that I will not: 
1. . Review any individually identifiable information not 
directly related to my participation in an educational 
, 
experience. 
, 2. Discuss any PHI with anyone who does not ,have a 
, legitimate, prof6ssional need-to-know the information. 
3. Disclose the information to any person or organization 
outside MATC without proper, written authorization fiom 
the patient. " . I .  
I understand that the obligations outlined above will continue after my 
participation in this educational experience. 
I understand that violation of any of the above will result in termination fiom 
participation in the educational experience and may lead to civil and/or criminal 
penalties pursuant to the Health Insurance Portability and accountability act of 
1996. 
Signature of Student 
1 00 
Date 

MATC Studenthtern Evaluation Form, Class F- 104 
Student: Assigned Fire Department: - , 
Ratinn System 
1 = Unsatisfactory* (Never demonstrates this abilityldoes not meet expectations) 
2 = Below Average (Seldom demonstrates this abilitylrarely meets expectations) 
3 = Average (Sometimes derbonstrates this abilitylmeets expectations:) 
4 = Above Average (Usually demonstrates this abilitylsometimes exceeds expectations) 
5 = Exceptional* (Always demonstrates this ability/consistently exceeds expectations) 
*Written comments are required to substantiate # 1 and # 5 ratings. 
If any criteria are not applkable to the internship experience, check 'WIA" 
A. Learning Ability. 
Willingness to learn 1 2  3 4 5 NIA 
Utilizes appropriate learning resources 1 2 3 4 5 N I A  
Accepts responsibility for mistakes and l e d s  f?om experience 1 2 3 4 5 N l A  
B. Commpnicates Effectivela 
Uses effective oral communication skills 
Uses effeative written communication skills 
Listens effectively to others 
C. Career Development Skills 
Displays a self-motivated approach to work 1 2  3 4 5 NIA 
Demonstrptes ability to set appropriate pfioritied$oals 1 2 3 4  5 N / A  
Promptness in completing work & s i e e n t s  1 2 3 4 5 N/A 
D. De~artmental Ada~tability 
Seeks to understand/support the organization's rnission/goals 1 :! 3 4 5 N/A 
Fits in with the n o d s  and expectations of the department 1 2  3 4 5 NIA 
Works within and respects department chain of command 1 2  3 4 5 NIA 
E. Work Habits 
Punctuality in reporting to work 
Acceptance of new ideas and procedures 
Promptness in completing assigned task(s) 
Dress and appearance appropriate for department 
F, Character Attributes 
Brings a sense of values and integrity to the career 1 2 3 4 5 NIA 
Behaves in an ethical manner 1 2 3 4 5 N/A 
Appreciates perspectives of people of different background/culture 1 2 3 4 5 NIA 
G. Career (Pirefiehtin MS) - Specific Skills 
Physical conditioning appropriate for career 
Understands and follows safety guidelines 
Works well in stressful situations 
Acts professionally to fulfill job duties 
1 2  3 4 5 NIA 
1 2  3 4 5 NIA 
1 2  3 4 5 NIA 
1 2  3 4 5 NIA 
H. Comments: (Indicate the category and justifjr unsatisfactory and/or exceptional ratings) 
Date: Evaluatorvs Name; 
Evaluator's Signature: 
Rank: Telephone no. 
FINAL COURSE GRADE 
FINAL GRADE FQR; FIELD EXPERIENCE 
FINAL GRADE FOR: STUDENT JOURNAL 
OVERALL COURSE GRADE: 
This aysessrnent was reviewed on (date): 
M.A.T.C. Advisor: St.llrfent: 
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M.A.T.C. Internship Class, F-I04 
I Student Evaluation 
I 
Please respond to the following statements regarding your Internship class experience. The purpose of 
the form is to provide an opportunity for an honest appraisal of the internship site, supervisor and its 
value to q e  M.A.T.C. Fire Science program. All answers will be kept confidential. 
I Fire Deprtmed: Semes termear: I 
Name of SupePlris~: , 
Ratit?a Svstem 
1 = d&itisfactory (Never demonstratqs this ability/does not meet expectations) I 
2  = Belpw Average (seldom demonstrates this ability/rarely me&s expectations) 
3  = Average (Sometimes demonstrates this ability/meets expectations) 
4  = A b ~ v e  Average (Usually demonstrates this ability/sometimes exceeds expectations) 
5  - Exceptional (Always demonstrates this ability/consistentiy exceeds expectations) 
1. Please rate the followina aspects of your internship semester on the basis of the above scale: 
--- ~Gdent  received orientation to the organization 1 2 3 4 5  
--- Received sufficient on-site supervision 1 2 3 4 5  
--A ' : ~e l~ f i lness  of upervisor 1 2 3 4 5  
--- %upeqisor provided feedback on my progress and abilities * 1 2  3  4 5  
--- Received support fiom fellow workers 1 2  3  4 , 5  
--- 'Provided the opportunity - - to develop human relation skills 1 2 3 4 5  
-- Given levels of responsibility consistent with my abilities 1 2 3 4 5  
--- Afforqed the opportunity to develop my communications skills 1  2 3  4  5 
-- Given the opportunities to problem solve on a regular basis 1 2 3 4 5  
-- Given the opportunity - - to apply - -  . classroom training 1 2 3 4 5  
- -  Intern class povided valuable hands-on experience 1 2 3 4 5  
--- Intpmhip solidified my career choice in the fire service 1 2 3 4 5  
NIA 
NIA 
N/A 
NIA I 
NIA 
N/A 
NIA 
NIA 
NI A 
NIA 
NIA 
N/A 
2. Would you work for this supervisor again? Yes - NO - Uncertain 
3. Would you like to work for this department? Yes No Uncertain 
4. Would you recommend this course to other students? Explain your answer. in 2-3 sentences. 
Yes No Uncertain 
5. Name: Date: 
Please re turn  this form to yetrr M.A. T.  C. advism in mder to- rece ive  a f i d  gr& for the 
internship dm. 104 
